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FOREWORD 


The  U.S.  Army  Research  Institute  (ARI)  evaluated  an  Army  recruiter  selec¬ 
tion  program:  An  experimental  battery  was  developed  in  1985  as  one  possible 
tool  for  identifying  successful  recruiters.  This  research  provides  informa¬ 
tion  about  predictors  of  recruiter  success  that  have  been  of  interest  to  the 
U.S.  Army  Recruiting  Command  (USAREC)  for  a  number  of  years.  In  particular, 
the  results  of  this  evaluation  of  previously  developed  recruiter  selection 
scales  emphasize  the  lack  of  utility  for  any  recruiter  selection  testing 
program  in  light  of  the  current  availability  of  soldiers  for  recruiting  duty. 

ARI’s  participation  in  this  cooperative  effort  Is  part  of  an  on-going 
research  program  designed  to  enhance  the  quality  of  Army  personnel.  This  work 
is  an  e'sential  part  of  the  mission  of  ARI’s  Manpower  and  Personnel  Policy 
Research  Group  (MPPRG)  to  conduct  research  to  improve  the  Army’s  capability  to 
effectively  and  eificiently  recruit  Its  personnel.  This  research  was  under¬ 
taken  in  1987  under  a  Memorandum  of  Understanding  between  USAREC  and  ARI 
(31  July  1987),  with  completion  in  fall  1980.  Results  reported  here  were 
briefed  to  the  Deputy  Commander  (East)  and  other  Command  Staff  of  USAREC  on 
21  November  1988. 


//^ 


EDGAR  M.  JOHNSON 
Technical  Director 
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EVAIJUATIW  OF  AN  ARMY  RECRlJITER  SELECTia^  PROGRAM 


EXECOTIVE  SUMMARY 


Rficruitanent: 

Effective  selection  of  recruiters  is  essential  to  the  success  of  the 
recruitment  function.  To  meet  this  objective,  the  Recruiter  Selection 
Battery-E>q>3rimental  (RS&-X)  was  developed  cis  one  potential  aid  in  the  pre¬ 
diction  of  recruiter  success.  The  RSB-X,  eilong  with  other  measures,  was 
administered  in  1985  to  a  sanple  of  417  recruiters  during  the  ArTtiy  Recruiter 
Course  at  Fort  Benjamin  Harrison.  The  purposes  of  this  research  were  to  (1) 
create  a  data  base  with  both  RSB-X  elements  and  performance  indexes  for  the 
recruiter  sairple  and  (2)  assess  the  relationships  among  RSB-X  elements  and 
recruiter  performance. 


Procedure: 

Performance  and  personcil  characteristics  data  were  collected  from  USAREC 
data  bases.  This  data  collection  resulted  in  the  following  indexes  of  re¬ 
cruiter  performance  for  1986  cind  1987:  total  recruits  signed  (Total  Achieve¬ 
ment)  ,  total  perfontance  agairst  individioal  mission  (Total  Production) ,  total 
recruits  who  dropped  out  of  the  Delayed  Entry  Program  (Total  DEP  loss) , 
achievement  against  key  recruiter  categories  (Key  Achievement) ,  performance 
against  mission  in  key  categories  (Key  Production) ,  and  DEP  loss  in  key  car.e- 
gories  (Key  DEP  Loss) .  Awards  data  for  1986  and  1987  were  collected  for  cur¬ 
rently  active  recruiters,  as  was  the  current  active/ inactive  USAREC  assignment 
status  of  all  recruiters  in  the  sample.  The  relationships  among  RSB-X  ele¬ 
ments  and  these  criteria  were  then  assessed. 


Findings: 

The  overall  ability  of  the  RSB-X  elements  to  predict  perfcrrvince  was 
generally  weak.  Personeility  ooitponents  shewed  very  few  significant,  sub- 
stcintive,  or  replicable  relationshipjs  with  the  performeince  indexes.  Back¬ 
ground  da^  a  gathered  in  the  RSB-X  were  not  generally  predictive  of  either 
performance,  or  assignment  status,  adthough  a  few  relationships  allowed  for  a 
tentative  profile  of  the  productive  cind  active  recruiter. 


Utilization  of  Findings: 

The  results  of  this  research  provide  valuable  information  on  the  re¬ 
cruiter  selection  process.  A  data  base  of  both  performance  and  RSB-X  elements 
new  exists  from  vhich  additional  analyses  can  be  generated  to  eissess  the 
effectiveness  of  modifications  to  RSB-X  items  for  predicting  recruiter  per¬ 
formance.  Personality  cenponents  of  the  RSB-X  have  not  been  demonstrated  to 


vii 


be  useful  predictors  of  perfonn&ncG  or  tenure  in  the  Recruiting  Ccnonand. 
Attention  may  be  focused  on  the  ase  of  biographiceQ.  data  if  conditions  change 
and  the  recruiter  job  assignment  beccmes  more  coveted.  Althocx^  the  results 
do  not  warrant  using  existing  background  measures  for  selecting  recruiters, 
they  do  provide  insists  for  future  inventories  that  ooi:J.d  focus  more  on  task 
ejiperienoe  and  thus  be  better  able  to  assess  the  demonstration  of  behaviors 
relevant  to  recruiting. 
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EVAimnCN  OF  M  tmi  recfuiter  selzcitcn  program 


Introduction 

Ihe  performancje  of  recruiters  has  always  been  essential  to  meeting 
the  manpower  requirements  of  the  Anry.  With  the  termination  of  the  draft, 
the  role  of  the  recruiter  has  become  particularly  inportant.  Essential  to 
the  success  of  the  recruiting  function  is  effective  selection,  training, 
and  motivation  of  recruiters. 

To  meet  the  objectives  of  effective  selection,  an  e3?)eriroental 
selection  battery,  the  Recruiter  Selection  Battery  -  EJ^ierimenteil  (RS&'X) 
was  developed  as  a  potential  aid  in  the  identification  of  Army  personnel 
with  characteristics  predictive  of  effective  recruiting  performance.  This 
battery,  along  with  other  nrasures  of  recruiter  chciracteristics,  was 
administered  to  a  set  of  417  recruiters  who  entered  the  Anry  Recmiting 
CXJurse  (ARC)  at  Port  Benjamin  Harrison,  Indiana,  during  the  months  of  May  and 
June  of  1985.  Ihe  overall  objective  of  the  present  project  was  to  assess 
the  effectiveness  of  using  elements  of  the  RSB-X  database  to  predict 
recruiter  performance.  Ihis  report  describes  the  results  of  the  second 
phase  of  the  project,  Ihe  second  phase  had  the  following  objectives; 

1.  To  create  a  database  with  RSB-X  eind  performance  elements  for  the 
recruiter  saitple;  and 

2.  To  assess  the  relationship  between  the  RSB-X  elements  and 
recruiter  performance. 

An  overview  of  the  development  of  the  RSB-X  is  provided  in  a 
previous  rese2irch  report  of  this  series  (Weiss,  1988)  and  a  more  complete 
cTveiview  of  past  attempts  to  select  recruiters  in  the  Armed  Forces  is 
provided  by  Russell  and  Borman  (1987) .  Consequently,  an  historical 
suraroary  of  the  work  leading  to  this  phase  of  the  project  will  not  be 
included.  Interested  readers  are  referred  to  those  reports. 


Predictors 

Recruiter  Selection  Battery  -  Experimental  (RSB-X) 

The  objective  of  this  project  was  to  examine  the  extent  that  the 
elements  of  the  RSB-X  correlated  with  recruiter  performance,  Uie  RSB-X 
is  ccrprised  of  the  follcwing  four  occponents; 

1.  Descriptive  Statement  List  -  A  list  of  100  statements  about  vhat 
a  person  does,  thinks,  or  feels.  People  are  asked  to  decide  if  each 
statenent  is  true  or  feilse  for  them; 
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2.  Adjective  Checklist  -  A  list  of  95  adjectives  for  vJdch  the 
respondent  is  asked  to  indicate  if  each  adjective  is  or  is  not 
descriptive  of  him  or  her; 

3.  Most  Descriptive  Adjective  Checklist  -  A  list  of  45  pairs  of 
traits  for  vhich  the  respondent  is  asked  to  indicate  the  most  descriptive 
trait;  and 

4.  Background  Questionnaire  -  A  total  of  137  questions  oonceming 
things  a  person  nay  have  done  or  ejqjerienced  in  the  peist.  The  person 
fillii^  out  the  questionnaire  is  asked  to  select  the  most  2^ropriate 
choice  for  each  question. 

The  first  three  oonponents  of  the  RSB-X  are  ocnposed  of  subscales  of 
the  following  traditional  personality  scales: 

1.  Personality  Rese^uxh  Form  (roF)  (Jackson,  1967) ; 

2.  Ccilifomia  Psychological  Inventory  (CPI)  (Gou^,  1969); 

3.  Differential  Personality  Questionnaire  (DPQ)  (Telegen,  1976); 

4.  Self-Description  Inventory  (SDI)  (C3iiselli,  1954) ;  and 

5.  Sales  Effectiveness  Scale  (Dunnette,  1976) . 

The  subccales  used  in  the  KSB-X  are  listed  in  Figure  l.  Each  of  the  full 
measures  is  briefly  described  below. 


SDI 


CPI 


Intelligence 
Svfiervisory  Qualities 
Initiative 


Self-Assurance 

Perceived  Ooci^ational  Level 


Socicroetric  Popularity 
Perceived  Maturity 


Dcmincince 
Sociability 
Socieil  Presence 
Sociedizaticn 
Achievement  via 

a  »v*NA 

Good  Inpression 


DPQ 

Social  Closeness 
Hard  Work 
Authoritarianism 
Inpuls  iveness 

Figure  1.  Personality  subscales 
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Personality  Researdi  Form.  Ihe  Personality  Besecuxh  Form  (H^F)  is  a 
self-ri^xjrt  measure  of  22  personalitY  traits  relevant  to  the  functioning 
of  individuals  in  a  wide  variety  of  situaticais.  The  dimensioml  structure 
was  chosen  based  cn  vrjrk  doTie  by  Murray  (1938) .  The  BSB-X  uses  only  two 
of  the  FPF  scales;  Ejdiibition  and  Order.  The  HRF  test  manual  reports 
internal  consistency  reliabilities  of  .94  for  both  scales.  Ifcwever,  those 
reliabilities  were  derived  using  the  full  20  items  intended  to  meeisure 
eadi  scale.  Since  the  BSB-X  uses  only  3  items  for  Ebdiibiticai  and  3  items 
for  Order  the  reliabilities  for  the  actual  sced.es  would  be  socnewhat  Icwer. 

California  Psychological  Inventory.  The  California  Psychologiceil 
Inventory  (CPI)  is  a  self-report  measure  that  yields  scores  for  15 
personality  traits  and  three  "test  taJeing"  scores.  The  scoring  vas 
originally  developed  by  the  "contrasted  grexp"  method  whereby  those 
individuals  identified  as  being  either  hi^  or  lew  on  particular  traits 
were  contrasted  by  their  responses  to  particular  items.  The  PSB-X  uses  6 
of  the  15  CPI  scales. 

Differential  Personality  Questionnaire  fPPQ) .  The  DPQ  was  developed 
by  Auke  Telegen  at  the  University  of  Minnesota.  The  version  used  in  tlie 
PSB-X  is  an  early  form  developed  in  1976.  A  sli^it  revision  is  new 
available  and  called  the  Multidimensional  Personality  Questionnaire.  The 
DPQ  is  a  factorially  developed  self-r^crt  measure  of  dimensions  of  the 
"self-view  demain  of  personality."  The  sc2d.es  of  the  DPQ  2d.lcw  for  the 
2issessment  of  11  primary  dimensions  of  personalil^  and  three  hi^ier  order 
traits.  Althcucfi  most  of  the  reseeuxh  using  the  DPQ  has  investigated 
issues  surrounding  the  hi(^icr  order  traits,  the  ESBr-x  contains  only  4 
dimensions  of  the  11  contained  in  the  full  DPQ  and  therefore  the  primary 
traits  cannot  be  scored. 


Self-Descriptive  Inventory  fSDI) .  The  SDI  is  a  forced  choice 
adjective  checklist  designed  to  assess  basic  individual  differences  and 
related  vocaticned.  interests  in  norroed.  people.  The  full  SDI  assesses  22 
traits,  11  are  personal,  6  are  vocatianeil,  and  5  are  administrative.  The 
RSB-X  purports  to  measure  8  of  the  22  scales.  However,  it  does  so  by 
choosing  adjectives  that  are  part  of  a  scale  but  does  not  pair  them  with 
the  same  adjectives  they  were  paired  with  in  the  SDI.  Consequently,  the 
original  SDI  scales  cannot  be  scored.  Ifcwcver,  a  s^arats  scoring  s^’ctcm 
was  developed  for  the  SDI  adjectives  presented  in  the  BSB-X  and  this  was 
included  in  the  analyses. 


Sed.es  Effectiveness  Scale.  The  S2d.es  Effectiveness  Scale,  eilthcu^ 
included  in  the  PSB-X,  was  not  an2d.y2ed  for  this  project.  The  reason  for 
this  was  an  inability  to  obtain  appropriate  scoring  procedures.  The  scale 
is  used  infrequently  cind  attenpts  to  cbteiin  scoring  procedures  frcju 
previous  users  were  unsuccessful. 
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The  pensonadity  indices  were  iised  as  predictors  in  three  ways. 

First,  the  indices  were  scored  as  su^ested  in  the  manuals  of  the  tests. 
This  is  the  roost  straightforward  and  valid  \ase  of  the  predictors  as  it 
corresponds  to  the  way  the  tests  ««ere  developed  and  intended  to  be  used. 
Second,  the  traditicneLlly  scored  indices  were  reduced  by  a  principle 
ccnponents  analysis.  This  procedure  yielded  three  ocopcnents: 

1.  Social  Relations  -  A  factor  that  contained  the  Sociability, 
Achievement  Via  Oonfomance,  Good  Inpressicn,  and  Socialization  dimensions 
of  the  CFI  aixl  the  Social  Closeness  dimension  of  the  DPQ.  It  e^^peaurs  to 
assess  a  factor  related  to  the  interest  of  recruiters  in  roadntaining  good 
social  relations  and  their  need  for  aif filiation; 

2.  Authority  -  A  factor  that  ocntadns  the  Dcndranoe  scade  of  the 
CPI,  the  Authoritauriani sm  scaile  of  the  DPQ,  and  the  Ebdiibition  Scale  of 
the  FRF.  It  appears  to  assess  a  need  to  maintain  authority;  and 

3.  Qttier  -  A  factor  that  contains  the  Order  scaLle  of  the  IRF,  the 
Heard  Work  scede  of  the  DPQ,  the  Inpulsiveness  scade  of  the  DPQ,  and  the 
Social  Presence  scale  of  the  CPI  (the  latter  Uro  with  negative  loadings) . 

The  third  scoring  system  examined  in  this  research  followed  that 
developed  by  Borman,  Russell,  and  Skilling  (1987)  (Referred  to  as  Bonnam 
scoring  hereadter) .  In  the  original  research  (Borman,  Hough,  &  Dunnette; 
1976) ,  their  scales  were  created  based  on  the  ability  to  predict  Navy 
i^uiuiter  performance.  Nine  scales  were  ds'.'slcpsd.  Ei^.t  of  the  scales 
oGn.stituted  two  versions  of  four  dimensions:  Sades  Skills,  Human 
Relations  Skills,  Overall  Performance,  and  Organization  Skills.  The  first 
version  of  each  dimension  was  derived  by  scoring  items  in  the  Descriptive 
Statement  List,  The  second  version  was  derived  by  scoring  items  in  the 
Adjective  Oiacklist.  In  addition,  a  ninth  scede  was  developed  by  scoring 
items  in  the  Most  Descriptive  Adjective  List. 


BactarTund  Data 

The  fourth  ooeponent  of  tlie  RSB~X  is  a  Background  Questionnadre 
oensisting  of  137  items.  These  items  focus  on  such  aspects  of  personad 
history  as  age  at  time  of  aarriage,  receipt  of  letters  of  oomnendaticn, 
current  e^,  number  of  dfqjendents,  hebbies  emd  outside  activities, 
parents'  attitudes  and  behaviors,  etc.  Oonventionad  bio-data  inventories 
contain  both  objective,  verifiable  questions  about  work  and  life 
experience  and  more  subjective,  nanverifiabl'&  questions  about  attitudes 
and  values.  Although,  the  Background  Oiestionnaire  of  the  RSB^X  contains 
both  types  of  items,  the  RSB-X  does  have  a  "personality"  tenor  by 
including  more  value  and  attitude  items.  Typical  of  this  type  of  item  are 
the  following  RSB-X  items;  (a)  "In  the  course  of  a  week,  which  of  the 
following  gives  you  the  greatest  satisfaction?"  (choices  follow) ,  (b) 
"Which  of  these  characteristics  bothers  you  most  in  people  you  meet?" 
(choices  follow) ,  and  (c)  "Would  your  choice  of  an  ideal  job  be  one 
which;"  (choices  follow). 
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The  bacKground  data  were  aneilyzed  by  examining  the  zero-order 
oorrelations  (viAiere  items  could  be  logically  scored  as  oontinucus)  or  ciii- 
squares  (where  choic:es  were  not  oontinucws)  of  the  iteans  with  their 
performance  criteria. 


Other  Predictors 

In  addition  to  predictors  frtxn  the  RSB-X  (the  focus  of  this 
research) ,  other  available  data  on  each  recruiter  were  examined  for 
predic±ive  utility.  Specifically,  on  entering  the  ARC  new  recruiters 
ooopleted  the  vocabulary  portion  of  the  Tests  For  Adult  Basic  Education 
(TABE)  and  the  Ocnputerized  Adaptive  Screening  Test  (CAST) .  In  addition, 
the  performance  scores  of  the  recruiters  attending  the  ARC  were  avedlable 
for  use  as  predictors  of  subsequent  performance. 


Criteria 


Performanoe 

Monthly  performanoe  records  were  obtained  for  the  members  of  the 
research  saaple.  These  records  ocntainad  the  follcwing  information:  l) 
the  number  of  recruits  signed  by  each  recruiter  in  each  of  18  mission 
categories,  2)  the  monthly  mission  statements  for  each  category,  and  3) 
the  monthly  losses  frcm  the  Delayed  Entry  Program  pool  (DEP  Loss)  for  that 
recruiter.  From  this  data,  six  performanoe  indices  were  created; 

1.  Total  Achievement  -  The  total  number  of  recmits  signed  in  edl 
categories; 

2.  Total  Production  -  The  total  number  of  recruits  signed  adjusted 
for  mission  (Achievement  minus  mission) ; 

3.  Total  DEP  Loss  -  The  nunber  of  people  dropped  frcm  the  Delayed 
Entry  pool  for  that  recruiter  that  month  across  all  categories; 

4.  Achievement  -  The  total  number  of  recruits  signed  in  the 
four  key  mi^ian  categories  of  GMA,  SMA,  GFA,  SFA; 

5.  Key  Production  -  The  total  number  of  recruits  signed  in  the  four 
key  categories  adjusted  for  the  missions  of  those  categories;  and 

6.  Key  DEP  loss  -  The  number  of  people  dropped  from  the  Delayed 
Entry  pool  for  that  recruiter  for  that  month  across  ki^  performanoe 
categories. 

In  order  to  examine  the  effectiveness  of  the  elements  of  the  RSB-X 
for  predicting  recruiter  performanoe,  two  12-month  aggregates  (one  for 
1986  and  one  for  1987)  were  formed  frcm  tljese  indices  and  used  as  criteria 
in  this  research.  The  use  of  an  aggregate,  consisting  of  performance  from 
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January  throu^  Deoeanber  of  1986,  seemed  natural  given  the  timing  of 
attendance  at  the  ARC  and  the  nature  of  the  Transitional  Training  and 
Evaluation  (TT&E)  program  in  effect  during  1985.  As  indicated  ectrlier, 
our  sairple  of  recruiters  attended  the  ARC  during  May  and  June  of  1985.  At 
that  time,  after  attending  the  school,  recruiters  were  placed  in  the  TT&E 
program  for  nine  months  and  given  their  first  real  mission  at  their  sixth 
manth.  This  meant  that  all  of  the  recruiters  in  the  sample  had  a  mission 
in  JzuTuary  of  1986  and  thereeiftjer. 

TVro  yB2u:ly  aggregates  were  studied  for  a  number  of  reascns.  First, 
it  was  felt  that  a  second  year  would  allc^  for  the  assessment  of 
replicability  for  any  results  found  for  the  first  year.  Second,  research 
suggests  that  personality  may  be  a  better  predictor  of  later  rather  than 
eeurlier  performance  on  the  job  and  thus  it  wais  possible  that  the  RSB-X 
mi^t  predict  1987  performance  better  than  1986  performanoe. 

Finally,  Key  Achievement  and  Key  Productivity  were  operatioralized 
and  examined  based  on  the  policy  interpretations  of  the  USAREC  Director  of 
Recruiting  Operations  and  Chief  of  Staff  (at  the  time  of  the  conduct  of 
the  project)  that  performanoe  against  these  two  kf^  mission  categories 
would  best  represent  recruiter  success  (See  Weiss,  1987) . 

Table  1  ooncains  the  reliabilities  of  the  performance  indices.  These 
are  coefficient  edpha  reliability  estimates  using  monthly  data  as  the 
individual  scale  items.  It  is  readily  apparent  that  zill  reliabilities  are 
quite  hit*,  indicating  the  relative  stability  of  performance  (hi^  average 
monthly  inter-oorrelations)  in  each  year.  Further  indications  of  the 
relative  stability  of  performanoe  can  be  found  in  the  year  to  year 
correlations  of  the  performanoe  indices.  These  correlations,  shewn  in 
Table  2,  range  from  a  low  of  r  =  *34  to  a  high  of  r  «  .77.  It  is 
apparent  that  the  highest  stability  is  in  the  most  strai^tforward 
criterion,  the  sinpla  number  of  recruits  signed.  Both  achievement  indices 
showed  hi*^  stability.  The  lowest  stability  was  found  for  the  mission 
adjusted  index  of  performanoe  in  key  categories. 


Table  1 

Performance  Reliabilities 

1986  1987 


Variables 

Total 

Kev 

Achievement 

.96 

.91 

.97 

.92 

Production 

.87 

.77 

.87 

.79 

DEP  Loss 

.81 

.73 

.88 

.84 
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Table  2 

Performanoe  Stability 


Variable  Total  Key 

AcJiievement  .77  .69 
Prcxiuctian  .46  .34 
DEP  Loss  .44  .45 


Awards 

Awards  records  were  also  avadlable  for  currently  active  recruiters. 
Three  awards  criteria  were  used:  awards  given  in  1986,  awards  given  in 
1987,  and  the  totcil  number  of  awards  received  at  the  time  of  the  research 
project. 


Current  Status 

A  final  criterion  was  current  status  as  a  recruiter.  This  is 
analogous  to  a  turnover  measure.  However,  eus  very  few  people  leave  the 
ocininand  voluntarily,  the  measure  is  essentially  one  of  involuntary 
turnover. 


Results 

Examining  the  relationships  among  the  FSB^X  sccvles  and  background 
items  on  the  one  hand  and  the  various  criteria  available  on  the  other 
produces  a  vast  amount  c  E  data.  These  results  are  organized  around  the 
relevant  predictors.  Hiat  is,  the  personality  scales  in  their  various 
formats  are  considered  first.  This  is  followed  by  the  background  data  and 
the  additional  predictors.  In  all  cases,  zero-order  correlations  are 
reporceo  r  i  rsc .  rjCrtiui  i  n  1 ~ord..~.r  corral  at  rons  to 
find  significant  relatioj^ships  is  a  pracrtice  that  can  leeud  to 
inappropriate  conclusions  because  of  the  heavy  capitalizaticsn  on  chanoe. 
For  example,  if  a  set  of  100  correlations  were  tested  for  significance 
using  the  traditional  p  <  .05  criterion,  five  of  those  oorrelaticans  would 
be  found  to  be  significant  ty  chanoe  edone.  This  problem  will  increase 
if  one-tailed  rather  than  two-tailed  tests  are  eitployed,  as  is  geneially 
the  case  if  no  a  priori  predictions  about  the  diretotion  of  an  association 
can  be  made.  In  order  to  avoid  playing  into  the  hands  of  chanoe, 
particular  attention  was  paid  to  those  scales  or  items  that  shewed 
r^licabilily  either  across  criteria  or  across  years  or  both. 
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P&rsonal  Itrv 


Table  3  shows  the  relationships  among  the  1986  performance  criteria 
and  each  of  the  12  personality  scales  of  the  RSB-X  for  which  standarvi 
scaling  could  be  done.  It  is  readily  apparent  that  these;  scedes  do 
predict  performance.  Of  72  correlations,  only  seven  were  statistically 
significant  at  the  p  <  .05  level.  Ihe  hi^iest  correlation  was  only  r  = 
.14  and  no  ordarly  pattern  of  r^lication  is  found  among  the  significant 
relationships . 

Table  3 

1986  PersonalitY/Performanoe  Oorrelations 


Total 


Personal itv 

Prod. 

DEP 

Ach. 

Prod. 

DEP 

Exhibition 

.04 

.08 

.14* 

.05 

.10* 

.09 

Order 

.10 

.07 

.01 

.07 

.06 

.02 

Deminanoe 

.08 

.12* 

.05 

.09 

.12* 

.10 

Sociability 

.08 

-.04 

.01 

.04 

-.04 

.03 

Social  Presence 

.01 

.01 

.06 

.04 

.05 

.03 

Socialization 

.00 

.01 

-.03 

-.02 

-.02 

.00 

Achievement 

-.03 

.02 

.03 

-.02 

.03 

.06 

Good  ISpression 

-.04 

-.02 

-.02 

-.11* 

-.04 

.02 

Soci2d  Closeness 

.00 

.04 

.04 

.00 

.05 

.05 

Karu  Wji'k 

r\K 

«  w 

rvn 
•  \/\/ 

OK 

•  V  » 

.03 

Authoritarianism 

.05 

.11* 

,08 

.08 

.14* 

.05 

Inpulsiveness 

-.06 

-.03 

.00 

-.02 

-.05 

-.05 

*  p  <  .05 

Note:  A  hi^  test  score  represents  more  of  that  trait  or  di  Tension. 
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liable  4 

1987  Persoi^ity/Performanoe  Oorrelaticrjs 

Total  Key 


Ach. 

Prod. 

DEP 

Ach. 

Esdiibition 

-.02 

.07 

-.03 

-.05 

-.02 

-.01 

Order 

.03 

-.04 

.05 

.00 

-.07 

.01 

Dominanoe 

.06 

.08 

.06 

.02 

,02 

.06 

Sociability 

.06 

-.03 

.04 

-.01 

-.12* 

.09 

Socicil  Presence 

-.01 

-.04 

.03 

.05 

.02 

.06 

Socialization 

-.13* 

-.10 

.01 

-.19* 

-.17* 

.02 

Achievement 

-.06 

-.04 

.04 

-.10 

-.09 

.04 

Good  Impression 

-.09 

-.07 

-.03 

-.12* 

-.09 

-.04 

Social  Closeness 

-.08 

-.05 

.03 

-.12* 

-.13* 

.04 

Hard  work 

o 

o 

.00 

.01 

-.01 

.04 

.01 

Authoritarianism 

.02 

.02 

.05 

.03 

.04 

.02 

Impulsiveness 

.02 

.06 

.01 

.05 

.10 

.03 

*  p  <  .05 

Note;  A  hi^  test  soore  represents  more  of  that  trait  or  dimension. 


lable  5  contains  the  relationships  among  the  three  personality 
factors  (See  i^pendix  B  for  factor  loadings)  and  the  performance  criteria 
for  1986  and  1987.  It  is  clear  that  the  factors  do  not  predict 
performance  with  any  greater  efficiency  than  do  their  occponent  scales. 
Pcxir  significant  correlations  out  of  36  were  found,  none  above  r  =  -.17, 
and  agadn  no  disoemable  pattern  emerges. 

Table  6  reports  the  relationships  among  the  Borman  factors  and  the 
varicws  criteria  for  both  1986  and  1987  and  Table  7  shows  the 
corresponding  datt  for  1987  performance  indices.  For  1986,  not  a  sir^le 
Borman  factor  con  elates  with  performance  at  a  level  of  statistical 
significance  greater  than  p  <  .05.  For  1987,  only  one  correlation  reaches 
significance. 
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Table  5 


ISSe-lSS?  Perscriality  Factors/Perforroanoe  Correlations 


Total  Key 


Ach. 

Prod. 

DEP 

Ach. 

Prod. 

DEP 

Social  Relations 

-.05 

.00 

.05 

-.02 

.01 

.00 

Authority 

.09 

.15* 

.10 

.07 

.13* 

.10 

Hipulsiveness 

.05 

,05 

.00 

.03 

.04 

.03 

1987 

Social  Relations 

-.10 

-.09 

.02 

-.17 

-.17 

.03 

Authority 

.04 

.07 

.05 

.00 

.02 

.04 

Inpalsiveness 

.02 

.01 

.05 

.05 

.08 

.06 

*  p  <  .05 


Table  6 


1986  Personal ity/Performance  OorrelatiaiS-Borman  Scaring 

Total  Rev 


Variable 

Prod. 

DEP 

Ach. 

Prod. 

DEP 

Sales  1 

.01 

.08 

.08 

.01 

.08 

.07 

Sales  2 

.03 

.01 

.03 

.03 

.01 

.03 

Organization  1 

,04 

.06 

.06 

.03 

.06 

.07 

Girgaru.zatiCui  2 

”  ■  VO. 

rxT 
•  vx 

r»n 

« 

_  m 

m 

* 

no 

Overall  1 

.02 

.08 

.09 

,02 

.08 

.09 

Overall  2 

.07 

.09 

.08 

.07 

.09 

.08 

Human  Relations  l 

.00 

,05 

.07 

.00 

.05 

.07 

Human  Relations  2 

.02 

.03 

.02 

.02 

.03 

.02 

Most  Descriptive 

.06 

.05 

.06 

.07 

.06 

.03 

Mjec±ive 
*  p  <  .05 


Table  7 


1987  IteCBonalitY/Perforinanoe  Oorrelations-Bonnan  Scoring 


Total  Key 


Variable 

Ach. 

Prod. 

DEP 

Ach. 

Prod. 

DEP 

Sales  1 

-.02 

.05 

.01 

-.01 

.03 

.03 

Sales  2 

.04 

.05 

-.05 

-.02 

-.04 

-.01 

Organization  1 

-.01 

-.04 

.02 

-.06 

-.10 

.01 

Organization  2 

-.07 

-.01 

-.05 

-.06 

.01 

-.08 

Overall  1 

.02 

.03 

.01 

-.01 

.01 

.05 

Overall  2 

.01 

.03 

-.03 

.01 

.00 

-.02 

Human  Relations  1 

-.01 

.00 

-.01 

.00 

.06 

.02 

Human  Relations  2 

.OC 

.03 

-.06 

-.01 

-.01 

-.02 

Most  Descriptive 

.11 

.14* 

.04 

.09 

.09 

.03 

Adjective 
*  p  <  .05 


A  second  criterion  examined  was  awards  received.  It  was  eaqected 
that  the  results  for  awards  wculd  be  similar  to  achievement  since  awards 
are  the  result  of  the  number  of  recruits  enlisted.  Table  8  shows  the 
relationship  between  awards  and  the  personality  indices  of  the  RSB-X  for 
1986,  1987,  a;-d  Total  Awards.  All  scoring  methods  are  inclixaed  in  this 
table. 

It  appears  that  there  is  sli^tly  more  success  in  predicting  awards 
than  actual  achievement.  Althou^  the  overall  pattern  is  quite  similar  to 
vhat  has  been  seen  before,  there  is  seme  indication  that  the  Authority 
factor  (ocoposed  of  the  Erfiibition,  Authority  and  Dcminance  scales)  is 
predictive  of  awards  for  both  1986  and  1987.  Although  best  results  are 
found  for  the  factor,  each  of  its  oerponents  has  seme  predictive  success. 
In  addition,  the  Borman  scoring  also  shews  seme,  albeit  weak,  relationship 
with  1986  awards,  hut  this  success  is  not  borne  cut  for  1987.  It  should 
be  noted  that  these  data  refer  only  to  the  1986  and  1987  awards  for 
currently  active  recruiters. 

As  previously  indicated,  active  status  was  also  used  as  a  criterion. 
Data  were  available  to  indicate  whether  or  not  recruiters  in  the  initial 
pool  were  still  in  the  Pecruiting  Command.  The  personality  indices  were 
used  to  predict  current  status.  Of  the  original  personality  scales,  three 
predicted  current  status  at  a  p  <  ,05  level.  Ihese  are  Socicil  Closeness 
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Table  8 


Persanality/Awartis  Correlations 


1986 

1987 

Total 

Oriainal  Scales 

ISdiibition 

.23* 

.11 

.21* 

Order 

.03 

.05 

.05 

Dcndnanoe 

.07 

.21* 

.17* 

Sociability 

.01 

.01 

-.03 

Social  Presence 

.07 

.02 

.07 

Sooiedization 

.01 

.04 

-.02 

Achievement 

.12* 

.14* 

.13* 

Good  Inpression 

.04 

.04 

.01 

Social  Closeness 

.00 

.03 

.01 

Hard  Vtork 

.06 

.09 

.11 

Authoritarianism 

.28* 

.06 

.26* 

Iitpulsiveness 

.04 

.06 

.04 

Factors 


Social  Relations 

.03 

.06 

.04 

Authority 

.22* 

.16* 

.25* 

Irpulsiveness 

.10 

.12* 

.14* 

Borman  Scorino 

Sales  1 

.22* 

.12* 

.21* 

Sales  2 

.03 

.01 

.03 

Organization  1 

.01 

.09 

.04 

Organization  2 

.05 

.00 

.03 

Overall  1 

.15* 

.12* 

.16* 

Overall  2 

.12* 

.05 

.13* 

AAWftAkfcAA*  W A 

.14* 

.06 

=  14* 

Hmnan  Relations  2 

,02 

.01 

.03 

Most  Descriptive  Adj . 

.15* 

.12* 

.15* 

*  p  <  .05 

Note;  A  hi^  score  on  the  personality  scales  represents  more  of  that  trait 
or  dimension. 


(r  =  .16,  hitler  closeness,  more  likely  to  be  active) ,  Domirvance  (r  = 
.12) ,  and  EJdiibition  (  r  =  .11) .  Not  surprisingly,  since  Dominance  and 
E>diibition  are  two  of  its  three  oonponents,  the  factor  of  Authority  was 
able  to  significantly  predict  status  (r  =  .12) ,  and  like  its  carponents, 


12 


its  relationship  with  status  was  snail.  Neither  of  the  other  two  fac±ors 
was  significantly  (correlated  with  status.  Of  the  nine  Borman  variables, 
caily  Sales  1  (r  =  *16)  and  Overall  1  (r  =  .15)  were  significantly 
cxcrrelated  with  status. 


Bactartyjnd  Data 

The  Background  items  of  the  RSBr-x  were  also  examined  for  their 
relationship  with  the  performanoe,  awards,  and  status  (criteria.  Clearly, 
examining  all  137  items  against  multiple  (criteria  (capitalizes  (cn  cdianoe 
factors.  Oonsecjuently,  it  was  decided  to  focus  on  only  those  items  that 
showed  replicable  relationships  across  independent  criteria  (two  years  of 
perforroarKce  or  two  years  of  DEP  Loss) .  Of  the  ba(ckgrciund  items,  ord.y  1* 
items  shewed  replicable  relaticniships  for  perforiBnoe  indi(3es:  Items  1, 

2,  3,  5,  6,  10,  32,  35,  76,  117,  128  (all  items  z^pear  in  the  PSB-X  in  the 
Appendix) .  An  examination  of  these  items  suggests  that  the  sucxcessful 
recruiter  is  less,  rather  than  more,  seasoned  (younger,  fewer  years  in 
service,  lower  pay  grade  at  time  of  entry) ,  has  alreac^  received  letters 
of  (xmmendation,  attempts  to  lead  by  example  rather  t>mui  ty  driving 
people,  has  a  spouse  who  doesn't  work,  liioes  1  '  plan  activities  rather 
than  behave  spontaneously,  enjoyed  the  sipport  of  his  or  her  parents  when 
growing  up,  and  did  not  volunteer  for  the  recruiting  (iuty.  Regarding  DEP 
Loss,  only  2  items  shewed  r^li(cable  relationships.  Items  95  and  117. 

To  examine  if  background  items  predicted  active  status,  separate  chi- 
E(3uare  analyses  were  done  for  relaticcnships  between  status  and  background 
item  respcjnses.  Only  nine  items  shewed  significant  cM-stjuares.  These 
were  Items  6,  14,  15,  19,  24,  32,  34,  42,  and  86.  Examination  of  these 
items  suggests  that  the  profile  of  the  recruiter  more  likely  to  stay  in 
the  ooraraand  is  one  who  is  married,  has  cutsi(ie  interests  (belongs  -co  scroe 
social  organizations  not  (xnnected  with  the  Army) ,  believes  in  planning 
his  activities  as  opposed  to  behaving  spontaneously,  and  tries  to  lead 
people  by  example. 

It  should  be  noted  that,  zdtheu^  the  items  predicting  performance 
Were  ri^pxXCciLed  from  1986  to  1987,  the  predictors  of  active  status  cannot 
be  examined  in  this  way. 


Other  Predictors 

As  indicated  earlier,  CAST,  TABE,  and  ARC  performance  scores  were 
also  available  and  their  (wrrelaticns  with  performanoe  were  examined.  For 
training  s<oores,  <Dnly  two  significant  csorrelations  were  found.  Training 
scdiool  performance  predicted  1987  aciiievement  in  key  categories  (r  «  .13) 
and  1986  awards  (r  «=  .12) ,  tut  these  findings  were  not  replicated  in  their 
edternate  years.  None  of  the  ability  measures  shewed  any  consistent 
relations  with  aciiievement,  performanoe,  DEP  loss,  or  awards. 
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>rrections  for  Kat.t^dion  Production 

The  results  shc^/  that  the  12  personality  scales  fail  to  predict 
recruiter  performance.  The  same  is  true  for  the  three  personaliti' 
factors.  A  possible  source  of  attenuation  in  this  relationship  is  the 
region  of  the  country  vhere  tiie  recruiter  works.  The  pool  of  potential 
recruiters  varies  across  different  areas  of  the  country.  In  a  region  with 
hi^  unenployment,  there  may  be  greater  interest  in  the  military  and  more 
opportunity  for  recruiters.  Thus,  the  region  in  whicii  recruiters  work, 
partly  determines  their  achievement  (i.e. ,  the  number  of  recruits 
signed) .  Differences  in  performance  due  to  regional  factors  may 
attenuate  the  relationship  between  personality  and  performance  and  could 
be  considered  error. 

By  statistically  controlling  this  error,  a  clearer  picture  of  the 
actual  personedity-performanoe  relationship  cculd  emerge.  Thus,  we 
examined  the  correlations  between  achievement  and  perscmlity  with  the 
region  bias  controlled.  The  average  monthly  battalion  aduevement  was 
selected  as  the  control  variable.  The  rationede  was  that  within  a 
particular  battalion  the  potential  pool  of  recruiters  was  approximately 
the  same.  Thus,  the  average  battalion  achievement  r^resents  the 
performance  of  the  typical  recruiter  in  that  part  of  the  country. 

TVro  battalion  oorcections  were  ocnputed  for  the  1987  performance 
data:  total  achievement  and  key  achievaient.  The  battalitxi  corrections 
were  entered  into  the  regression  equations  with  recx.J.vjer  aciiieveiijerit  and 
the  12  persorality  scales.  For  total  achievement,  the  B~squares  ranged 
frcm  .06  to  .07.  The  hi^iest  partial  oorrelaticn  was  -.11  and  only  two  of 
the  twelve  reached  significance.  Likewise  ttie  B-sqaares  for  key 
achievement  ranged  frcm  .08  to  .10,  The  hi^iest  partial  correlation  was 
-.16  and  only  three  of  the  twelve  reached  significance. 

The  results  were  similar  for  the  three  personality  factors.  The 
R-squares  ranged  frcm  .06  to  .07  for  total  achievement  and  froa  ,08  to  .10 
for  key  achievement.  The  only  partied  correlation  coefficient  to  reach 
significance  was  between  Social  Relations  and  key  achievement  with  the 
battalion  correction  partialed  out.  The  rest  were  not  significant. 

The  results  clearly  showed  that  even  if  gecjgrephic  location  is 
oontrolled  for,  the  persaiality  scales  and  factors  sirply  do  not  predict 
performance. 


Utility 

The  usefulness  of  any  selection  ^stem  cannot  be  gauged  by  the  size 
of  the  validities  alone.  It  is  well  known  that  even  snail  validity 
coefficients  can  have  seme  practical  utility  in  the  context  of  certain 
selection  process  parameters.  The  assessment  of  selection  system  utility 
is  a  ocitplicated  function  of  a  number  of  factors  in  addition  to  the 
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vedidity,  including  the  ratio  of  people  selected  to  people  eligible 
(selection  ratio) ,  the  percent  of  those  selected  vdthout  the  system  vAio 
would  normally  beocroe  successful  at  the  job  (base  rate  of  success) ,  the 
dollar  value  of  success,  the  costs  of  selection,  etc. 

Althou)^  the  cost  effectiveness  of  the  system  could  be  determined  if 
the  dollar  vedue  of  successful  recruiting  could  be  estimated,  that  data 
was  unavailable  for  this  research.  Hcxi?ever,  a  more  traditional  abroach 
to  utility  can  provide  sane  assessment  as  to  the  usefulness  of  trying  to 
develop  a  selec^on  system  based  on  the  most  premising  of  the  results 
obtained.  Such  an  aralysis  would  suggest  that  the  very  small  validities 
that  could  be  e}<pected  using  personality  or  bio-data  in  the  form  that  it 
exists  in  the  KSB-X  would  be  useful  only  in  the  context  of  selection 
ratios  with  a  moderate  degree  of  selectivity.  For  exarple,  given  a  base 
rate  of  success  of  40%  (40%  of  those  chosen  to  be  recruiters  would  be 
successful  without  the  selection  system)  a  selection  ratio  of  .2 
(selecting  only  1  cut  of  5  individuals  eligible  to  be  recruiters)  using  a 
system  that  has  a  validity  of  f  =  .2  (an  optimistic  estimate  given  the 
data  of  this  research)  would  increase  the  success  r&te  to  51%. 


Althou^  this  would  clearly  be  a  substantive  iiiprovement,  examination 
of  the  selection  process  indicates  that  selection  ratios  of  .8  to  .9  are 
more  typical  (8  or  9  eligible  people  chosen) .  Using  a  system  with  a 
validity  of  r  =  .20  and  a  sel.ection  ratio  of  .8  produces  the  much  more 
modest  ircreeise  to  43%  successful.  Even  here,  the  selection  ratio  of  .8 
anu  tiifc!  validity  of  i  —  .2  are  lilcely  to  be  cverly  opt jm.'j  stic .  The 
conclusion  that  must  be  drawn  is  that  the  small  Vcilidities  ejq^ected  with 
the  RSB-X,  even  given  the  large  numbers  of  people  involved,  ai’a  likely  to 
have  an  effect  on  the  system  only  with  a  major  change  in  the  way 
recruiters  are  recrtxited  and  selected. 


Oanclusions 

Overall,  it  is  clear  that  the  personality  cceponents  of  the  BSB-X  do 
not  predict  the  key  indices  of  performance.  Regardless  of  how  these 
indices  are  aggregated,  traditional  scales,  reduced  factor  structure,  or 
the  Borman  scoring,  th^  shew  no  replicable  or  substantive  relationships 
witli  achievement,  mission  adjusted  production,  or  DEP  Loss.  Hiis  is  not 
suri)risijTg  for  a  number  of  reasons.  First,  the  history  of  the  ability  of 
personality  to  predict  worker  performance  generally  and  recruiter 
performance  specifically  has  been  disappointing.  Second,  the  RSB-X  does 
not  appear  to  be  a  well  designed  instrxoaent.  It  borrows  frem  well  known 
scales  but  does  not  use  all  of  the  scales  or  al  1  of  the  items.  In  one 
case,  the  Adjective  Checklist,  the  RSB-X  version  reorganizes  the 
adjective  peiirs  in  such  a  way  as  to  ctestrqy  the  integrity  of  the  original 
scale.  In  addition,  examination  of  the  initial  results  that  in^ired  the 
use  of  this  instrument  in  the  Army  indicates  that  the  RSB-X  personality 
oenponents  were  never  very  successful  for  predicting  recruiter 
performance.  Ihe  initial  research  validated  the  instruments  primarily 
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against  ratings  and  even  here  the  indices  shewed  levels  of  predictability 
not  unlilce  vitiat  is  presented  in  this  report. 

It  is  interesting  that  scroe  greater  predictability  is  found  if 
awards  is  the  criterion.  This  is,  however,  hard  bo  eoqplain  eis  awards  are 
si^posed  to  be  based  on  achievement  and  acMevement  is  not  generally 
predicted  by  RSB-X  oenponents.  In  any  case,  even  the  ability  to  predict 
awards  is  not  strong. 

Generally,  more  success  has  been  found  with  background  data  and 
results  here  are  more  consistent.  Eleven  items  have  been  shown  to  have 
replicable  relations  with  performance.  Overall,  if  these  items  are 
aggregated  they  correlate  r  =  .34  with  1986  achievement  and  £  =  .25  with 
1987  achievement.  Few  ite^,  however  are  able  to  predict  DEP  loss. 

On  balance,  it  does  not  appear  that  the  RSB-x  has  sufficient 
predictive  utility  to  warrant  using  it  to  make  entry  decisions  about  Army 
recruiters.  Personadity  predictions  are  weak  and  althou^  a  few 
background  items  shew  some  r^licable  relations  with  performance  a  useful 
selection  strategy  will  need  to  arise  from  a  different  instrument  and 
development  strategy. 
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APPEITDIX  a 


U.S.  Amy  Rei«*rch  Initicutc 
lL«cruiter  Selection  Bettery-Experioentel 
(RSB-X> 


U,S.  ARMY  IlSUfiCK  IMSTITUTE 

f»r  Ibt  IIHAVIORAI  ^OCIAl  SCIEKClS 

5001  ll:PBka«*r  Avtiii 

AliXBitfrii,  Vlrflili  22353 


A-l 


rrivftcy  Act  Suc«nc 


fh^Uc  Iw  9>'S73,  CAllcd  the  frivi^r  Act  of  1974,  nquirei  that  you  be  infoined  of  the 
furpoee  and  uses  to  be  Bade  of  the  infonaation  that  ia  eollcctad. 

Ihe  Dcpartnoit  of  the  Any  aay  collect  the  infoosation  rcqueatad  in  the  ISb-X  under  the 
Buthon^r  of  10  Unitad  Sutei  Code  137. 

Prwiding  infotraition  in  this  quettionnaire  la  voltxitaiy.  failure  to  napond  to  ar^  par* 
ticular  queation  will  not  rcault  in  ai^  penalty  for  the  reapondent. 

Ibc  iTxfotTBaCion  collactad  In  thia  auiv^  wilt  be  oaad  to  iaptwe  upon  preaent  aeleccion 
procadurea  for  U.S.  Any  Pacruitera. 

The  infonaation  will  be  uaed  for  research  and  analytia jurMsea  on^.  Ihe  Any  Peteatch 
Institute,  under  ipjidance  of  the  Office  of  Che  Deputy  Chief  of  Staff  for  Personnel,  has 
priaaiy  research  and  analysis  responsibility. 


GEhmL  IKSnUCnCNS 


Tne  iw-X  it  caused  of  three  parts .  A  septrtte  anver  veet  nusl  be  wi^  for  acch  part. 
Ksrher  your  answer  sheet  1,2,  and  3  to  correspond  with  Che  appropriate  test  section.  Use 
the  special  code  aection  (colunn  A)  cs\  side  1  of  the  ana^er  aheet  to  reflect  the  answer 
sheet  tunber. 

There  arc  no  tiae  linits  to  ary  parts  of  the  RSb-X.  However,  you  are  encouraged  to  woric 
quickly. 

Before  you  begin  Part  1,  be  sure  you  have  filled  in  all  of  the  identifying  information 
req^sted  on  the  first  answer  sheet.  Be  especially  careful  to  enter  your  Social  Security 
Hj^r  correctly.  The  answer  sheets  for  Farts  II  ar^  Ill  nust  also  have  your  Social 
Seouri^'  Ksd>cr  antcred  on  charaj  however,  the  other  identifying  infonaation  can  be  left 
blank. 

Vhen  you  have  evicted  filling  in  the  answer  sheet  information  sectiocu,  turn  to  the  next 
page,  read  the  iastructioru  for  Part  I,  and  begin. 


A -2 


RkRT  t 

Pweriptivt  StJfnent  Litt 

Thii  •ection  osnuins  100  •tatvnenti  concerning  a  pereon  doM,  thinks,  or  feelt.  ^eed 
Mch  eutenent  eni  decide  if  it  ie  trvie  or  felu  for  you  and  tlien  nerk  y^r  ana^er  on  the  ana-er 
sheet.  Fill  in  circle  A  if  tt>e  statement  is  true  or  applies  to  you.  Fill  In  circle  B  if  it  does 
act.  Use  Arwuer  Sheet  Wkwfeer  1. 


I.  1  enjoy  hearing  lectures  on  world  affairs. 

3.  At  a  club  or  conouty  meeting,  I  would 
enjoy  standing  up  to  try  to  convince 
go  vote  wj  way. 

3.  My  Mtiery  is  better  than  most  other 
people's. 

A.  I  would  not  enjoy  being  a  politician. 

.3.  Ihe  people  T  know  <Aio  aay  the  first  thing 
they  tltird<  of  arc  sane  of  «y  most 
interesting  acquaintances. 

t.  1  liksd  achool. 

7.  1  es  apt  to  dbrv  off  in  aone  wsy  if  1  get 
the  diance. 

R.  Feople  aees  naturally  to  turn  to  me  idien 
decisions  have  to  be  made. 

9.  1  aust  «imt  I  often  neglect  Co  put  thirds 
back  where  they  belong. 

iu.  1  like  to  keep  peewit  guciilug  >n*it  Z.*m 
poirig  Co  do  next. 

II.  1  often  prefer  to  "play  things  by  eet" 
zither  titan  to  plan  ahead. 

12.  1  prefer  not  to  "epen  up"  too  auch,  ttot 
even  to  friends. 

13.  It  ia  beat  not  to  ovemert  oneself  ,  in 
performing  a  Cask  lAten  other  dsaanding 
tastu  may  follov. 

14.  Others  think  1  «b  lively  and  witty. 

15.  I  don't  like  to  aUrt  a  project  until  1 

|dvv  ssurtly  Kori  proceed • 

16.  1  must  adndc  titac  1  have  a  bad  toiper 
once  1  get  angry. 

17.  If  1  hold  an  opinion  tftat  ia  tmdictlly 
different  fron  that  eq>rcsfsd  by  a  lec¬ 
turer,  I  m  likely  to  tell  him  about  it 
either  during  or  after  the  lecture. 

18.  My  srotk  la  planned  and  organisad  in  detail 
before  it  ia  begun. 

19.  1  like  to  have  people  talk  about  things  1 
have  done. 

20.  If  1  have  a  prdblma  1  like  to  tnik  it  out 
alone. 

21.  Soaetiaes  I  rather  enjoy  going  against  the 
rules  and  doing  thir^gs  I'ls  not  suppossd  to. 


22.  Ny  workspace  is  typically  very  neat. 

23.  1  .perform  in  p^lic  Whenever  1  hsve  Che 
cg^rtunity. 

24.  1  find  it  difficult  Co  ssk  people  for 
or  other  donstions,  even  for  a  cause 

ich  I  at  interested.  , 

25.  1  like  to  etn  and  think  things  wtr 
before  1  do  tnan. 

26.  As  a  diild  I  used  to  be  able  Co  go  to 
parenu  with  ay  problsms. 

27.  way  of  doing  things  is  apt  to  be 
msunderatood  by  others. 

28.  Even  when  I  have  done  something  very  well*, 
I  usually  dmsnd  that  I  do  better  next 
time. 

29.  I  hate  to.be  ioterrupted  idien  1  «b  working 
«  sanething. 

30.  1  think  I  would  enjoy  having  authority 

- ^  - 

31.  Teaple  consider  me  a  ratlier  frce^eeling 
and  spontaneous  person. 

32.  1  enjoy  putting  in  long  hours. 

33.  I  ^ink  I  would  like  the  work  of  a  school 
teacher. 

34.  I  don't  like  to  do  aiything  mutual  that 
will  call  attention  to  syself. 

33.  I  feel  comfortable  in  a  saoMhat 
disorganized  room. 

36.  The  Barbers  of  nr/  faidly  were  always  very 
close  to  each  other, 

37.  1  nust  adnit  1  an  sasetimes  cai'cless  about 
things  in  an  effort  to  get  that  done 
quickly. 

3B.  In  a  group.  I  usually  Cake  the 
responsibility  for  getting  people 
introluced. 

39.  I  open  up  to  others  only  sdten  I'm  sure 
they  will  sccept  me. 

AO.  1  work  herd  even  If  I  don't  think  it  will 
get  me  ahasd. 

Al.  I  keep  close  track  of  wftierc  ey  money  goes. 

A2.  W  psrencs  have  often  diuppi ,  sf  ay 
friends. 


A-3 


43. 


1  milt  adnit  I  try  to  aee  othen 
*  talue  « 


think  bafont  1 


•tanl. 


44.  life  ia  n>  tgi  tnlata  it  iu  lived  in  a 
carafirM  vmy. 

45.  X  often  takr  it  «|xm  i^lf  to  livcu  up  a 
dull  party. 

46.  Mpplc  aay  that  1  an  aethodical  (that  I  do 
Chinga  in  a  qratanatic  aamBr). 

47.  i  have  had  very  peculiar  and  atr«^ 
asqicrianctta. 

48.  If  I  «ere  to  be  in  a  plior.  I  mild  *ant  to 
play  the  leading  tola. 

49.  Iherc  have  been  a  few  tima  «lwn  I  have 
baen  very  sean  to  another  paraoa. 

50.  ttien  1  wrV  on  a  ooBaittae,  I  lite  to  taka 
charge  of  thiiiga. 

51.  Society  oues  a  lot  core  to  the  buaiaeaaaan 
and  the  aarufacturcr  than  it  doea  to  the 
artist  and  the  profaaaor. 

52.  i«ck  is  alw^  well  organised. 

53.  1  find  it  really  hud  to  give  w  on  a 
project  %hen  it  provea  too  difficult. 

54.  A  person  doet  not  need  to  worry  Aout 
otner  people  if  only  he  looks  after 
biaself. 

55.  X  often  crave  caccitaaent . 

56.  1  an  not  a  terribly  aibitioua  person. 

57.  I  fust  admit  I  often  like  to  take  'Vienter 
atage"  at  a  aocial  avent. 

56.  An  ideal  job  would  allow  m  to  work  on  one 
task  at  a  tins. 

59.  X  mat  adait  I  don't  open  up  a&xh  to 
atrangera. 

60.  X  try  to  get  othera  to  ooticc  the  lay  I 
drasa. 

61.  Ibople  aay  toat  1  drive  wyaelf  hard. 

62.  At  tinea  X  have  been  very  andoua  to  get 

froB  ay  family. 

63.  Ihen  faced  with  a  deciaion,  T  uaually  take 
tine  to  consider  mi  weigh  all  aapecta. 

64.  1  don't  have  a  forceful  or  dnninatidg 
peraaielity. 

65.  I  tefuae  to  play  sne  ganea  bacoiae  X  m 
not  good  at  the^ 

66.  Sogetinea  people  ear  X  neglect  rxgortant 
aapecta  of  ay  life  sacmae  I  work  ao  herd. 

67.  1  wea  one  of  the  quietcat  dtildren  in 
group. 

68.  Maat  people  feel  that  X  act  apontanioualy. 

69*  Every  citixen  should  take  the  tine  to  find 
ojt  abo^  nstionsl  affaire,  even  if  it 
■esna  giving  ig>  acne  peraow  pleasure. 


70.  In  erxtt  ways  the  pur  nan  ia  better  off 
thm  the  rich  bwi. 

71.  A  often  do  thing*  on  the  spur  of  the  mrent. 

72.  t  Bsiat  ackftit  1  am  a  {ratty  fair  talker. 

73.  Clever,  sarcaatic  people  aake  «  feel  very 
sBicomfortabU. 

74.  then  1  as  g>ing  eomevhere  I  uaually  find  ay 
axact  route  by  uaing  a  nap. 


75. 

36. 

77. 

78. 
75. 

80. 

81. 

82. 

83. 


I  certainly  feel  ueelasa  at  tiaea. 

In  w  work  I  have  learned  tax  to  dnoand 
perftotion  of  ayaelf. 

X  have  had  mra  toan  ay  dhara  of  toinga  to 
mrry  d>a£. 

I  titink  X  am  uaually  a  laader  ia  ay  group. 

Xf  I  as  not  feeling  well,  X  ai  aoneihat 
croka  and  ^oudy. 

1  like  to  be  ia  the  apotlij^t. 

X  often  atart  prujecta  with  only  a  vague 
idea  of  that  m  ad  result  will  be. 

I  enjoy  a  good  agiaant. 


1  could  pull  up  w  rout 
frienda 

grert  ngrtit 


parents,  and  ny 


routs,. lo*^  ^  hone,  ny 
‘  without  suffering 


I  pud)  cyaclf  to  lisitt. 

I'a  nx  the  type  to  be  a  political  leader. 

1  don't  think  I'm  quite  aa  luppy  as  others 
teas  to  be. 

1  as  rather  gxxJ  at  bluffing  ihen  I  find 
tsyself  in  difficulty. 

1  usually  don't  like  to  be  a  "follower." 

Life  uaually  hands  ne  a  pretty  ruv  deal. 

With  a  little  effect,  1  can  'Wap  mst 
people  around  sy  little  finger." 

I  terd  to  la«o  ay  problcna  to  ayself. 

1  often  like  to  do  the  first  thing  that 
cornea  to  ay  aind. 

X  do  tut  like  to  oTganiu  ocher  people's 
activiCics. 

I  m  mre  of  a  "loner"  than  aost  people. 

X  eftai  aotupolize  e  oonvertation. 

X  often  get  disgusted  with  ayaelf. 

^ople  oonaidei  ae  fotvaful, 

[  eedc  to  amid  all  trouble  with  ocher 
people. 

I  like  to  listen  to  sy:q;hory  orchestra 
concerts  on  the  radio. 

If  the  pay  was  right ,  I  would  like  to  trevel 
wth  a  circus  or  tiamival. 


YDU  HiVE  aWPLETO)  PART  1. 
TURN  THE  PAGE  Af®  BEGIN  PART  XI. 
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Mcr  II 

Adjectivg  OwckUst 


This  nection  oontsuu  a  list  of  95  objectivu.  Tleass  t«ad  each  on:  ouckly  aii  decide  if  you 
concider  Che  adjective  to  be  deacnpCive  of  you.  If  you  Chink  (hat  Che  adjective  ia  descriptive  of 
you,  fill  in  circle  A  on  answr  sheet.  If  ic  is  not  descriptive  of  you  fill  in  circle  B.  Ob 
oot  terry  about  ounCralictions,  «id  do  not  spend  Coo  i£Zr  Cute  on  any  one  adjective.  Try  to  ue 
frsik  «U  describe  yourself  as  you  really  fre.  mt  how  you  would  like  Co  be.  Baiciber— fill  in 
circle  A  if  the  adjective  describes  juu,  circl«  B  if  ic  does  noC.  l)se  Answer  Sieet  Nmber  2. 


1. 

advenCuriMS 

33. 

65.  progressive 

3. 

aRTUsive 

34. 

fenclc 

66.  quiet 

3. 

Aadous 

35. 

good  matured 

67.  ntioosl 

4. 

^^praciative 

36. 

>**ppy 

68.  reckless 

5. 

cjmntacive 

37. 

hasty 

69.  fclMBd 

«. 

acrogant 

38. 

headstroig 

7Q.  reliable 

7, 

bitchy 

39. 

highmtnag 

71.  religious 

S. 

blivt 

40. 

hoatilc 

72.  reserved 

9. 

blustery 

41. 

hsBOTOUS 

73.  Rstless 

10. 

boastful 

42. 

independent 

X.  sarcastic 

11. 

bold 

43. 

individualistic 

75.  self-centered 

12. 

cals 

44. 

intuitive 

76.  aelfnlenying 

13. 

careful 

45. 

involved 

77.  short  ^ngsred 

14. 

CwhhI 

t  £ 

A-J_  J 

MiUU 

#Ws 

15. 

caut  ioijs 

47. 

lil^C -hearted 

79.  shrewd 

16. 

chargeable 

48. 

likable 

80.  stable 

17. 

cotplaining 

49. 

loud 

81.  steady 

18. 

conscientious 

50. 

foethodical 

82.  strong 

19. 

conservative 

51. 

■odesc 

83.  adjective 

20. 

consider ate 

52. 

SDody 

84.  tactful 

21. 

eontei^ed 

53. 

nervous 

85.  talkative 

22. 

54. 

opinionated 

86.  tense 

2X 

daring 

55. 

asgoing 

87.  tolerant 

24. 

deliberate 

56. 

oKspoken 

88.  thorough 

25. 

daonling 

57. 

painstaking 

89,  touchy 

26. 

dependable 

58. 

patient 

90.  crusciog 

27. 

detamined 

59. 

peaceable 

91.  unasausing 

28. 

diaocdarly 

60. 

perfect  inni  Stic 

92.  isurhibited 

29. 

ggotiaticid 

61. 

persevering 

93.  tans 

30. 

•chusiastic 

62. 

pleasure  meeking 

94.  tholestne 

31. 

cccitsbla 

63. 

praiaiig 

95.  cany 

32. 

forgiving 

64. 

precise 

THIS  CDTirns  srnoN  a. 
OD  CH  TO  SECTION  P  ON 

THE  reXT  PME 

Mast  Deseripcivg  Adiective  Lite 

Ihe  furppM  of  thU^litt^u  to  obtain  *  picture  of  the  traita  you  beli^Ne  yu  fMsest^ar^to  *ee 

yai. 


bow  you  descKbe  yourself,  there  are  no  ri|ht  or  arvncri,  ao  cry  to  describe  yourself  as 
- '  - --n.  For  ej3i  pair  of  words  decide  ihim  it  >ttr  deacripcive  of 


«(xruately  and  honestly  as  yxi  can  ,, 

On  yoiff  ttvwer  sheet  aark  either  A,  or  B,  to  indicate  the  adjective  you  have’tSidken  as  oost 
descriptive  of  3^,  “““■ 


9U 

A. 

succcstiul 

111. 

B. 

J7. 

A. 

sraelfilh 

112. 

B. 

aggressive 

98. 

A. 

mirhibited 

113. 

B. 

■echanically  inclioad 

99. 

A. 

pemiistivc 

114. 

B. 

eutspoken 

100. 

/ 

affect  ionste 

115. 

B. 

«pport«istic 

101. 

A. 

apontanaous 

116. 

B. 

aoft ‘hearted 

1U2. 

A. 

orderly 

117. 

B. 

jolly 

103. 

A. 

ioaginacive 

118. 

B. 

persuasive 

10b. 

A. 

^Ikacive 

119. 

B. 

informal 

iDa. 

a 

120, 

B. 

aociable 

106. 

A. 

121. 

B. 

painstaking 

107. 

A. 

ta-*’^odical 

122. 

B. 

Gotuorming 

loa. 

A. 

ihorou^ 

123. 

B. 

prKtical 

109. 

A. 

(hangeable 

124. 

B. 

inexcitable 

110. 

A. 

planful 

125. 

B. 

independent 

A. 

B. 

wature 

active 

126.  A. 
B. 

inventive 

opporttniscic 

A. 

B. 

loyal 

eonfident 

127.  A. 
B. 

telidble 

organised 

A. 

B. 

eurioua 

ayopiathecic 

128.  A. 
B. 

clever 

ittereata  Hide 

A. 

B. 

oottventional 

aenciBTCal 

129.  A. 
B. 

emotional 

aelf^letving 

A. 

B. 

if 

130.  A. 

B. 

thrifty 

thoro^h 

A. 

B. 

pleasant 

•abitioua 

131.  A. 
B. 

curious 

polished 

A. 

B. 

■■ical 

atcra 

132.  A. 
B. 

aentircncal 
convent  ional 

A. 

B. 

content «d 
«citible 

133.  A. 
B. 

attractive 

artistic 

A. 

B. 

fair ‘minded 
leisurely 

134.  A. 
B. 

silent 

ap«ky 

A. 

E. 

oroKreaaive 

good^iatured 

135.  A. 
»*• 

Ca:tful 

^prsciative 

A. 

1. 

handy 

oorapetitive 

136.  A. 
B. 

trusting 

praising 

A. 

B. 

scientific 
sharp  ^tted 

137.  A. 
B. 

alert 

kind 

A. 

B. 

nechanically  inclined 
directive 

138.  A. 
B. 

capable 

athletic 

A. 

B. 

generous 

adventurous 

139.  A. 
B. 

responsible 

creative 

A. 

B. 

reflective 
pleasure -seeking 

140.  A. 
B. 

- y 

attentive 

determined 

THIS  OOKPLETES  PART  II,  TURH 
THE  PAO:  KID  QDNrXMK  tW^ 

THE  RSB-X  BY  (ntPLETllC 
PART  111,  THE  BOOSOJND  QJESriOHAZRE. 
USE  YOUR  IHIRD  ANSWER  SifZT. 


EacKgnwnd  QuesdannaLre 


The  Questiavwire  csnttittt  D6  questions  cancernins  things 

that  you  miy  have  done  in  the  past.  Read  each  question  and  all  of  its 
possible  anaurers  carefully,  then  select  the  one  answer  that  is  nost 
appropriate  for  you.  Blacken  the  natching  circle  on  your  Last  answer 
snMt.  You  #)ould  woiV  quickly,  but  be  as  accurate  as  you  can. 

Tiffn  to  the  next  page  and  begin.  Use  Answer  Sheet  Nisriber  3. 


8<iCKgrouno  QuetticniMirc 


1.  Hcv  old  yoa  «w? 


Frier  to  ndliury  oerrice.  In  h<v  »'’y 
■  different  citiee  or  toms  had  yoi  lived. 


«.  20  or  younger. 

b.  21  to  i3. 

c.  26  bo 

d.  |l  to  33. 

t.  36  or  older. 


b. 

c. 

d. 


1. 

2  or  3. 

4  to  6. 

7  to  9. 

10  or  «orf.. 


2. 


Hou  «aty  years  have  you  been  In  the 
■dliuty  eetvice? 


10.  What  M«s  the  hij^est  edieol  ft»Je  that  yai 
coqpletedl 


«.  t-S. 

ta* 
e.  7-9. 

d.  10-12. 

«.  Uoraore. 


«. 

b. 


c. 

d. 


«. 


Never  went  beyond  elenentaiy  w^ool. 
Sene  hi^  mdhooU 
Craduated  frtnhi^  oduol. 

6m  college. 

Graduated  tran  college. 


3.  Hat  i«  your  pay  grade? 

a,  E.4  or  leas. 

b.  E-5. 
e. 

d.  B-7. 

«.  1-8  or  briber. 

4.  Do  you  eepect  to  nake  the  saliuty  service 
your  career? 

a.  Definitely  yea. 
b;  Frt^sbly  yes. 

C.  Unu^idad. 
d.  Probaiily  not. 
a.  D^initely  not. 

5.  Bsve  you  ever  received  an  official  letter  of 
apprecistion  in  the  perforate  of  yoff 
ttiitaty  or  professional  dutictr 


11.  Hou  often  did  .you  ^iaagree  with  yarr  parents 
concerning  things  in  general? 

a.  Ve  never  diaagraad. 

b.  We  rarely  diaagreed.  , 

c.  We  disagreed  occasionslly,  twt  not  often 

d.  We  disagreed  often. 

«.  We  hardly  ever  agreed. 

12.  Hoe  were  you  usually  punidred  as  a  child? 
a.  ?uniihed^^riMllY.  _ 

Oa  IlffprUMlftdCU  WI.  aa^F'aavv- 

ftcmethinga 

c.  Told  how  you  aheauld  have  acted. 

d.  Warned  ts5t  to  do  it  again,  bit  aeldotn 
punidted. 

a.  Wit  to  bed. 


13.  What  ia  your  present  •arital  aucus? 


a.  No. 

b.  Ye.<t,  one. 

c.  Yes.  two  or  aorc. 


4.  lave  you  ever  receivad  a  letter  of  eoaasnda- 
tiOD? 

•  .  No. 
b.  Yet,  die. 

C.  Yes,  two  or  More. 


7. 


ive  you  ever  been  giyen  a  ^otmsl  eoun^lg 
Latenent  and/or  raccivad  a  formal  letter  ct 
eprimand? 


o.  Wo. 

b.  Yes,  once. 

c.  Yea,  two  or  aore  tuaes. 


t.  Have  you  ever  received  punidnent  tnder 

tnu? 


a.  Single. 

b.  Ksrried,  no  ch'ldren.  . 

c.  harried,  one  or  more  children. 

d.  Widtved. 

a.  Separated  or  divorced. 


14.  How  dd  were  yes;  dien  you  got  Married? 

a.  Not  Married. 

b.  Less  than  18  years  old. 

c.  18  to  20  years  old. 

d.  21  to  23  years  old. 
a.  Over  25  years  old* 


13.  Hw  asT^  times  have  you  been  a 

a.  None. 

b.  Once. 

c.  Twice.  , 

d.  Three  tu«a. 

a.  Fair  or  aore  tiaea. 


«.  No. 

b.  Yes,  «>?e. 

e.  Yes,  twice. 

d.  Yes,  Oirce  or  aore  times. 


A -8 


16.  Uhldi  best  deacribec  bcv  youi-  aFOute  feels 
your  present  living  quarters? 

a.  Valid  like  different  aiae  living 
quarters. 

b.  Valid  like  help  with  care  of  the  living 
quarters. 

e.  Satisfied  with  present  living  quarters. 

d.  Valid  like  to  SDOtre  to  another 
nei^orhood  or  comuiity. 

«.  Sosediing  else,  or  not  urriod. 


17.  Boii  would  you  (hanetcrixe  your  present 
ha*? 

a.  fictremely  hap^y. 

b.  tkire  happy  than  «ost. 
c«  dbeut  average. 

d.  A  little  less  happy  than  the  average, 

a.  Senething  else,  or  does  not  apply. 


1£.  Hew  eanv  persona,  not  including  yourself, 
are  depment  upon  you  for  all  or  ajst  of 
their  aupport? 


b.  1. 

c.  2  or  3. 

d.  4  or  3. 

a.  More  than  3. 


19.  IniAvieh  of  the  follo/ing  groups  of  social 
erg&nizsticn:  have  you  participated  laosc 
frequently  in  recent  years? 

a.  Athletic  and  recreation  clihs—bovling, 
•olf,  tennis,  chess,  bridge,  photography. 

b.  Fraternal  and  cultural  societie^Elks, 
Masons,  K  of  C,  ICCF,  YMCA/WCA,  college 
fraternity  or  sorority,  draEsacics, 
debating,  bible  class ,  etc. 

a.  Civic  and  political  orginisaciona— Lions, 
Votaiy,  Kiwanis,  Chamber  of  Coonerce, 
Young  Kepublicans,  Anerican  Legion, 
Tarent/Tschert  Association,  etc. 

d.  business  oiganizations— traoe  union, 
tales  club,  Anerican  Kinageraent  Aasoc., 
professional  societies,  granges,  etc. 

«.  ucher  Idius  of  Ciganissticns. 

I.  None 

20.  How  nsty  evenings  a  we^  do  you  usually  go 
ott  for  fun? 

s.  Less  than  one. 

b.  One. 

C.  IVo. 
d.  Three. 

a.  Jour  or  anrt. 


21.  Vhat  le  your  attitude  toward  aocUl 
gatherings? 

a.  Tou  wjoy  thes  thoraii'ily. 

b.  You  enicy  then  if  they  arc  not  Coo 

frequent.  ,  , 

c.  You  ere  sonoAtat  indiffcrtftt  to  then. 

d.  You  believe  they  are  a  waste  of  tine, 
but  you  go  occasianally. 

o.  You  avoid  then  as  ctrpletely  as  possible. 


22.  Do  you  prefer  to  talk  to  oi  visit  with: 

a.  Che  close  friend. 

b.  One  or  two  casual  acqutlru’jtnces. 

c.  A  arall  gnup* 

d.  A  large  audience. 

«.  Masters  of  your  ianediate  faraily. 


23.  Vhat  has  been  your  experience  with  prr^jple? 

a.  There  is  a  lot  of  goed  in  all  p«i:iple. 

b.  There  ii  aonw  good  in  cost  people. 

C.  Faqplc  are  about  as  good  as  they  have 
to  oe. 

d.  A  Burpriiing  ludwr  of  pecple  are  aienn 
and  dishonest. 

a.  Most  people  arc  ^uat  no  good. 


24.  IniAiich  of  the  follonng  groups  of  social 
OTKanicatiocis  have  you  cost  frequently  held 
office  (president,  secretary,  chaiinan  of 
eosniitec,  etc.)? 

a.  Athletic  and  recreational  clubr-'bci'lirtg, 

folf,  tennis,  chess,  bridge,  {horcoraihy. 

ratcmal  ana  cultural  saci(.":ies — tlks. 
Masons,  K  of  C,  KXf,  YMCA/WA,  coUcye 
fraternity  or  sorority,  drwitics, 
debating,  bible  class,  etc. 

C.  Civic  and  political  Drganization»''~Li(via, 
Hotary,  Kiwanis,  Chamber  of  Comnevee, 
Young  Republicans,  American  Lt^ioii, 
Harent/Teachers  Association,  etc. 
d.  Buiiness  ergsrutations— traue  union,  tales 
club,  Aiwrican  Kansgstent  A£Socie£jc«i, 
professional  societies,  granges,  etc. 

c.  uther  kinds  of  organizations. 
i.  None. 


23.  During  your  youth  when  teams  were  being 
Chosen  for  games,  were  you  usually  picked: 

a.  Nei>r  the  first. 

b.  Around  the  niddlc. 

c.  Hear  the  end. 

d.  Was  usually  one  of  those  doing  the 
choosing. 

c.  Very  scIdOT  had  tiaie  to  play  ganes. 


26.  Hoe  do  you  usually  behave  in  a  group  aession 

with  your  pt-ers? 

a.  Eapreas  your  vievs  and  often  away  the 
group. 

b.  bqtress  your  viws  but  often  don't  sway 
the  group, 

c.  Helucunt  to  express  your  views,  but  they 
arc  usually  well  received. 

d.  Reluctant  to  express  your  vie  as  and  unsure 
of  their  reception. 

a.  Don't  usually  participate. 


27.  Given  the  choice,  would  you  prefer  to: 

a.  Ferauade  o^rs. 

b.  Order  ochera. 


aB.  Vhidi  on*  of  the  foUcwi««  h«»  helped  you 
K>st  in  gettir^  «lor\g  with  people? 


«. 

b. 

c. 

d. 


Following  good  hirsn  reletiona  princLples. 
Sunding  up  for  your  rights.  , 

Giving  others  a  lot  of  attoition. 

»Jot  Engine  your  views  if  you  think  you 
are  ri^t ,  3espitc  pressure. 

Recog;m.sing  «A)en  it  is  naeassaiy  to 
dbange  your  Bind. 


29.  Decision  vakiog  as  a  Bsjor  part  of  a  job: 

a.  Is  your  •Wat.” 

b.  You  can  take  it  or  leave  it. 

a.  You  like  to  narrow  ttiings  down  to  two  or 
three  alternatives,  but  prefer  aaacone 
else  to  taka  it  froe  titera. 
d.  Definitely  not  for  you. 


30.  Cotperit^  yourself  to  others  you  work  wxtt, 
bow  do  yoT  decisions  seen  to  stack  up  on 
^uali^i 

a.  In  nost  instances,  ey  decisions  arc  better. 

b.  Abcut  the  sane  ss  decisions, of  others. 

In  nost  instances,  ay  decisions  arc  poorer. 

d.  E&reiy  nske  decisions. 

31.  Viewing  yourself  as  objectively  as  possible, 
would  you  describe  yourself  as: 

a.  Aggressive.  , 

b.  Cccasionilly  aggressive  but  typically  not. 

c.  Passive. 

32.  Vhen  you  have  a  chance,  how  do  you  lead 
ptcple? 

a.  ly  driving  then. 

b.  By  shewing  tiien..  . 

e.  By  kidding  choo  into  going  along. 

d.  B«  setting  an  cxaiple. 
a.  Seme  ocher  way. 

33-  Vhich  of  the  following  ii  the  most  difficult 
for  you  to  do? 

a.  Vrite  reports. 

b.  Sell  ideas  to  the  boss. 

c.  Feprisana  stiueone. 

d.  Sy^k  before  «  large  group. 

a.  wl  others  on  Che  importance  of  getting 
a  job  dene. 

34.  Conccfning  your  ,nr«Bcnc  and  future 
activities  do  you' 

a.  Make  precise,  detailed  plans. 

b.  Kaka  broad,  gemral  plans. 

Cm  Hake  few  plans,  "let  nature  taka  its 
course.” 


35.  Uhen  you  Uke  a  vacation.  Oiich  do  yai 
prefer? 

a.  Lika  to  plan  it  down  to  Che  last  detail. 

b.  Like  tonaka  general  plans,  txit  let 
details  uke  care  of  thenselves. 

c.  Like  to  Uka  sponuneoua  trips. 

d.  Never  uke  a  vacation,  or  just  work  or 
luf  around  hone. 


36.  Uhen  you  go  on  a  vacation  trip  in  your  own 

ear  do  you  tend  to: 

a.  Make  no  unnecesaaTy  stops  until  you  get 
where  you  are  going. 

b.  Stop  at  planned  points  along  the  way. 

c.  Detcur  or  atop  whenever  aosething 
interests  you. 

d.  Sonetuiws  get  sidetracksd  and  don't  get 
to  original  destination. 

a.  Never  «ske  trips  of  this  sort. 


37.  Vhen  you  have  been  sway  ftm  bone  on  a 
vacation  do  you  usually: 

a.  Sure  back  as  late  ss  possible. 

b.  Sure  back  as  elamed. 

c.  Start  back  asrlier  than  you  actually 
have  to. 

d.  Arrive  back  later  tiian  you  were 
supposed  to. 


3u.  Vhen  you  sre  reading  and  come  across  a  word 
you  don't  krew,  what  do  you  usuaUy  do? 

a.  Keep  right  on  reading.  , 

b.  DmiMiately  look  it  up  in  the  dietionsty. 

c.  Sometimes  Ipok  it  up  depending  on  the 
c:£<ntcxt  it  is  used  in. 

d.  Make  a  menul  note  to  look  the  word  up 
at  a  lat'tr  date. 

39.  Vhen  someone  fails  to  pay  you  back  money 
they  borrowed  do  you: 

a.  Always  ask  thsa  for  it. 

b.  Usually  ask  thoe  for  it. 

c.  Seldcra  aik  them  for, it. 

d.  Never  ask  then  for  it. 

«.  None  of  the  aberve. 


40.  Under  usual  conlitions  hew  often  do  you 
attend  religious  services? 

a.  Lvery  ve^. 

b.  At  least  three  times  a  aonth. 

c.  Once  or  twice  a  eonch. 

d.  On  special  occasions  only. 

a.  Do  not  attend  rtligims  services. 

41.  Vhidi  do  you  enjoy  Boat? 

a.  A  gcod  "bull”  session. 

b.  Working  or  studying  hard. 

c.  listening  to  nusic  or  reading  for 
plaasure. 
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43.  About  hew  often  do  you  speid  an  evenir^g  at 
bone  aitting  around  and  raiding? 

a.  Ptactically  oevar. 

b.  Rarely. 

c.  Occaaionally. 
d*  Ftaquently. 


48.  When  a  nan  raachet  age  63«  ahould  he: 

a.  Retire  and  enjoy  life. 

b.  Ccntiiue  vortung,  atay  acti.e. 

c.  Continue  working  only  if  he  can't  afford 
to  retire. 

d.  Retire  only  in  ill  health. 


43.  Which  of  the  follawina  la  aost  iaDortant 
Co  you? 

a.  Fxofeaaional  atatua  or  authority. 

b.  Monm. 

c.  Family  and  Critfida. 

d.  Religion, 

a.  Recraaticn. 


49.  With  regard  to  taking  riaka,  which  best 
deacribca  you? 

a.  Hardly  ever  take  a  riak. 

b.  Sametimea  take  a  riak. 

c.  Generally  take  a  risk. 

d.  I'a  a  gawler  at  heart. 


44.  Which  one  of  the  follcving  typea  of  radio 
or  IV  pragma  do  you  lika  the  beat? 

a.  Kara  or  aporta  cvmta. 

b.  Operas,  aynphonics  or  concerts. 

C.  Cooedy  or  varied  prograna. 

d.  Flays  or  draoatic  aenet. 

a.  Fxactically  never  liatcn  to  radio  or  TV. 


45.  Which  of  the  following  ectivitlcs  cave  you 
Che  greatest  pleasure  while  in  high  adiool? 

a.  Tarticipation  in  or  attending  organixed 
high  school  apo^  events. 

b.  Social  ioteraccion  with  other  students — 
dancing,  datingt  etc. 

C.  Fartici^cion  in  organixed  school 
activities  ittcluding  plays,  band,  and 
student  govemnent. 
d.  Achieving  acadeuc  success  and 
recognition, 

a.  Mane  of  these. 


46.  Which  of  ^e  follcvi^  did  you  nose  enjoy 
parcicipsting  in  during  your  achool  years? 

a.  Athletic  tasns. 

b.  Social  groups  -  fraternity  or  sorority. 

c.  School  dob  or  group — dcoacing  taam, 
political  science  clvb,  band,  etc. 

da  sorter  rolls 

a.  Never  an  opportuni^  to  be  a  «Bd>er 
of  these  groups  whije  in  school. 


47.  How  do  you  earparc  with  your  friends  in 
athletic  ability? 

a.  Tou  are  Tcry  asxh  better  dian  SDSt . 

b.  You  are  a  little  better  than  avetage. 
Cm  You  are  about  average. 

d.  You  are  a  little  poorer  titan  aost. 
a.  Your  irivids  are  very  such  better  than 
jou. 


SO.  Whidt  of  the  following  do  you  look  forward 
to  aoat  in  your  leisure  ciae? 

a.  A  chance  to  rest  artd  relax. 

b.  A  chance  to  putter  around. 

c.  A  chance  Co  he  vi tit  other  people. 

d.  A  chartcc  to  get  outdoors  or  be  active, 
a.  A  chance  to  be  alotte  with  thoughts. 


51.  Which  of  the  following  cones  closest  to 
describing  your  political  viaw? 

a.  A  radical. 

b.  A  liberal. 

Cm  A  conservative. 

d.  A  Biddlr*of-thr*tQader. 


52.  In  tite  past,  how  have  you  reacted  to 
cenpeticion? 

a.  Have  dotte  ey  best  in  eoipetitive 
situations. 

b.  Have  been  urtsffected  by  it. 

Cm  Have  done  all  right,  but  haven't  liked  it. 
d.  Unfavorably. 

c.  In  Bone  other  way. 


53.  Which  one  of  the  following  factors  do  you 
believe  to  be  the  nose  i^rtant  in  deter- 
nning  whether  a  person  in  your  profession 
will  be  successful  or  not? 


a.  Ceneral  intelligence. 

b.  Interest. 

c.  Fersonalicy. 

d.  Ability  to  understand  how  other  people 
feel. 

a.  Sonechirn  alsc. 


54.  How  nany  cigarctCca  do  you  usually  anoke 
aach  day? 

a.  Hm. 

b.  Half  a  pack. 

c.  One  pack. 

d.  (Ver  a  pack. 
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35.  Htn  often  do  yoo  drink  beer,  wine  or  liquor? 

a.  Never. 

b. 

c. 

A. 


Dkily. 

Weekly. 

Monthly. 


62.  Hiv  old  were  you  *^ien  you  went  on  yewr 
firct  date? 

«.  10  to  13  years  old. 

b.  14  to  15  yeara  old, 

c.  16  to  17  years  old. 

d.  16  or  older. 


S6.  When  you  have  a  cold,  hcadadie,  or  other 
Minor  illness,  Which  do  you  Most  often  do? 


63.  At  What  age  did  you  start  drirAing? 


a.  Stay  home.  ...  ,  , 

b.  Stay  on  the  job,  but  take  it  «asy. 

c.  Ign^c  it. 


57.  Op  to  the  age  of  21  years,  bow  often  did 
you  auffer  ninor  illnesses? 

a.  More  often  than  the  evenge  person. 

b.  About  as  often  as  the  average  person. 

c.  Less  oftCD  than  the  avenge  person. 

d.  Never. 


SB.  In  recent  yesrt,  hsi  your  healtti  been: 

a.  bccellent. 

b.  Cood. 

c.  Fair. 

d.  Foor. 

e.  SoiecuBes  good  and  sonrtiaes  poor. 


39.  Htv  many  hours  of  pi^sical  exercise  did  y^ 
•veragf  during  the  past  two  or  three  BWichs. 

a.  None. 

b.  1  or  2  hours. 

c.  3  or  4  hours. 

d.  5  or  6  hours. 

a.  7  or  More  hours. 


60.  To  whst  extent  do  you  read  daily  nwipapers? 

a.  Head  one  or  MOtc  wvspapera  thoroj^ly 

each  day.  ,  .  . 

b.  Bead  parts  of  a  newspaper  each  day. 

c.  Bead  psrts  of  nore  than  one  newspaper 
each  day. 

d.  Bead  a  newspaper  two  or  three  tioea  per 
a.  Alnost  never  read  a  newspaper. 


a.  -  12  or  younger. 

b.  13  to  16. 

c.  17  to  21. 

d.  22  or  over, 
a.  Never  drank. 


64.  At  What  age  did  you  begin  to  snbke? 


a. 

b. 

c. 

d. 


a. 


12  eryotfiger. 

13  to  16. 

17  to  21. 

22  or  over. 
Nmr  aaokad. 


65.  When  working  cn  a  project,  do  you  do  st 
over  and  wer  until  it  really  ecprcsses 
what  you  nean? 

e.  Often. 

b.  Occasionally. 

c.  Satetises. 

d.  Barely. 


66.  When  you  were  ill  as  a  child,  vhat  acticrt 
did  your  family  generally  take? 

a.  Called  a  physician. 

b.  ^lied  hone  rosedies. 

c.  •'Let  nature  uke  its  course." 

d.  None  of  the  above. 


67.  At  what  aUge  in  your  life  has  yoir 
physical  health  Mwn  best? 

a.  ?re-achool  period. 

b.  Grade  school  period. 

c.  school  period. 

d.  College.period. 
c.  Adilt  lite. 


61.  Whst  do.you  feel  hts  been  your  asjor 
acconplistnent  outside  of  work? 


t 


c. 

d. 

a. 


Faidly  activi(ifs. 

CcsBunicy  activities. 

Developnent  of  yourself.  . 
Oevelopnent  of  your  aocisl  activities. 
Sooething  else. 


68.  What  have  you  done — or  would  you  do-^if  e 
fellow  voraer  had  peraonal  habits  which 
you  disliked? 

a.  Be  friendly  and  hope  he  would  inq^rtTve. 

b.  Ask  hm  directly  to  stop,  if  he  were 
annoyits  me. 

e.  Tiy  to  help  hin  to  ix^rove  his  bsd 
habits  by  pointing  them  out  to  bin. 
d.  Ignore  him  and  his  habits  as  audi  at 
possible. 

a.  None  of  the  above. 


I 
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49.  Ho/  often  do  you  find  th«t  vour  first 
iBf>ression  of  a  person  is  cm  ri|^t  one? 

a.  Always. 

b.  Often. 

c.  Occasionally. 

d.  Rarely, 

a.  Never. 


70.  When  the  "odds”  are  twnng  against  you 
(in  aowthing  inporcant)  do  you: 

a.  Ccncede  tiie  point  or  situation. 

b.  Persist  nore  Chan  nost  people  would. 

c.  Stick,  to  your  guns  cotae  i^t  aay. 

d.  Sooetines  concede,  saneciinea  persist, 
depending  on  the  situation. 

a.  Southing  else. 


71.  Where  did  nost  of  your  spending  son^  coae 
{too  during  Che  years  you  were  in  high 
school? 


75.  How  often  were  you  allowed  to  use  the  fanily 
car? 

a.  Rad  ay  tvn,  didn't  need  to  use  Oie  fandly 
car. 

b.  As  often  as  I  adced. 

c.  As  oftei  as  I  asked  and  sy  parents  were 
tot  using  it. 

d.  Seldos,  or  only  on  special  occasiais. 

a.  Parents  did  not  <vn  a  car. 


76.  How  did  your  parents  feel  about  the  aarks 
you  Bade  in  saool? 

a.  Were  very  pie  -ed. 

b.  Were  satistieu  but  tfiought  1  should  do 
better. 

c.  Did  not  care  about  narks  as  long  as  I  did 
«y  best. 

d.  Did  not  care  about  sarks  as  long  as  I 

passed. 

a.  raid  very  little  attention  to  sy  aarks. 


a.  Allcnnce  from  fadly. 

b.  My  own  earnings. 

c.  Partly  allowance,  partly  earnings. 

d.  Other  sources. 

a.  Had  no  spending  noney. 


72.  Hew  axjch  reserve— savings,  goverment  bonds, 
etc.— do  you  feel  a  person  needs  for 
a&ergencies? 


a. 

X. 

y* 

C« 

d. 

a. 


Less  than  $100. 

^77 « 

§500  to  S^9. 
§1,000  to  $4,999. 
$5,000  or  over. 


77.  With  respect  to  his  work  did  your  fatlier 

Usually: 

a.  Ask  for  suggestions  at  hose  concerning 
his  probleu? 

b.  Talk  about  hit  problans  but  did  not  ask 
for  auggestions. 

c.  Did  not  discuss  his  problens  at  hone. 

d.  Cormlained  and  worried  about  his  proolsss 
at  none. 

c.  None  of  these. 


78.  For  how  aany  years  did  you  belong  to  youth 
group— such  es  Boy /Girl  Scouts,  CaTprire 
Girls,  etc? 


73.  Wculd  you  describe  your  father  as: 

a.  A  "pal"  who  vat  nore  like  an  older 
co^nion  chan  a  parent. 

b.  A  foiToal  sort  of  person. 

c.  A  dondneering  person  iiho  gave  me  close 
attention  and  si^rvitioi. 

d.  A  person  with  other  interests  that  seemed 
to  detract  fros  attention  to  the  family. 

a.  None  of  the  above. 


74.  B(v  did  your  parents  feel  on  the  subject 

of  your  career? 

a.  Had  very  strong  feelings  and  outlined 
a^st  they  wsntad  me  Co  do. 

b.  Were  interested  and  hclp^  aie  outline 
adiat  I  wanted  to  do. 

c.  Were  interested,  but  did  not  understand 
adiat  I  wanted  to  do. 

d.  Shoved  little  or  no  interest. 

a.  Actively  opposed  what  1  wanted  Co  do. 


a.  1  year  or  less. 

b.  2  or  3  years, 

e.  4  or  5  years. 

d.  6  years  or  more. 

e.  Did  not  belong  to  a  youth  group  of  this 

type. 


79.  When  you  aade^a  wTong  choice  regardirm  a 

difficult  decision,  did  you: 

a.  Fenvet  it  because  ttiere  was  Mthir"’  I 

could  do  about  it.  * 

b.  Try  to  forget  it  but  it  kept  popping  up 
in  Blind. 

c.  Cendsm  nyself  for  Baking  sudi  a  irdstake. 

d.  Feel  1  Bade  the  best  choice  1  could  at 
the  tune. 

a.  Soraething  alaa. 


80.  Did  you  mik  Oiile  in  hi^  school? 

a.  Yes,  earned  spending  money. 

b.  Yes,  earned  clothing  amney. 

c.  Yet,  earned  beard. 

d.  Yes,  earned  ran. 
t.  Mo. 
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81.  Mtieh  tyye  of  tlie  follcvine  technique*  of 
disciplining  •  child  would  you  use  nose 
frequently? 

•,  Darling  the  child  sane  mterisl  plossurc. 

b.  fivroursging  the  child  by  pointing  out 
•ood  behsvior,  ^  , 

Cm  uaving  dKiSions  up  to  the  diild  efter 
discussion. 

d.  to  reason  witJi  the  child. 

«.  PimithiT«  or  spanking  the  fhild,  letting 
the  child  low  he/die  le  being 

punished. 

S2.  Uhat  did  you  usually  do  during  your  hij^ 
school  days  When  you  found  work  hatd  to 
widerttand? 

s.  Adied  parents  or  tesdters  for  help, 

b.  Asked  classrastet  for  h^lp. 
c<  I^id  closer  attention  in  class. 
d>  Ihd  extra  reading  or  work  until  prdblsa 
solved. 

«.  Ocher,  or  never  bed  troAle  understanding. 

83.  Which  do  you  feel  hat  been  your  nost 
csitstanding  positive  experience  in  your 
school  life? 

a.  fopularity  with  classstes. 

b.  Popularity  with  teachers. 

c.  Close  friend^ips. 

d.  Achievement  in  eports. 

e.  Achieveaenc  in  school. 

84.  When  you  were  in. high  school ,  horf  ®uch 
part-time  work  did  you  do  per  week? 

s.  None. 

b.  less  than  5  hours. 

c.  5  to  10  hours. 

d.  10  to  20  hours. 

s.  >lore  chan  20  hours. 

83.  What  was  ya»r  standing  in  your  hi^  adiool 

class? 

s.  Upper  10  percent. 

b.  Upper  25  percew.  . 

e.  Above  average  (upper  50  percent), 

d.  Average.  ,  . 

«.  Bclof  average  (Uver  50  percent). 

86*  Hew  do  you  want  people  to  feel  about  yw? 

a*  Teel  1  an  capable, 

b.  Feel  I  «n  tou^  but  fair* 

Cm  Feel  I  a  "nice  guy," 

d.  Feel  I  m  exceptionally  intelligent. 

Cm  None  of  these. 


87.  How  liave  you  reacted  to  the  opportunities 
t^c  have  been  presented  to  you? 

a.  1  have  taken  advantage  of  every 

b.  f^ale^gwrally  tried  to  Uke  advsnuge 
of  stw  opportunity. 

c.  1  have  uken  advantage  of  sate  and  not  of 

o^ers.  .  . 

d.  1  have  not  had  too  many  opportunities, 
but  have  taken  advantage  of  the  ones  1 
have  had. 

«.  1  have  failed  to  Uke  advantage  of  aiv 
opportunities  presented. 

8S.  Which  of  the  following  are  you  ooat  likely 
to  do  ihen  angty? 

a.  Stons  around  fer  auhile  letting  off  ateat. 

b.  Try  i»t  to  show  that  I  art  ar«iy  at  all. 

c.  Hever  let  ny  terut-r  get  the  beat  of  sie. 

d.  Talk  it  over  witn.aateone. 

a.  Tty  to  keep  eway  fren  everybody  for  awhile. 

89.  When  you  have  a  rrttless  or  tlcepless  night, 
What  IS  the  usual  reason? 

a.  Family  or  personal  problots. 

b.  Work  problots. 

c.  Financial  worries. 

d.  Hot  feeling  well  vbyaically. 

e.  Sane  other  reason. 

90.  Which  one  of  the  foUrving  do  you  think  is 
closest  to  describing  you? 

a.  Difficult  to  really  get  to  taw. 

b.  Have  sore  really  close  friends  end  e 
lunber  of  acquaintances. 

c.  Friendly  and  easy  going,  have  a  lot  of 
friends. 

d.  Very  jolly,  tiie  "life  of  the  narty  type, 

c.  Find  It  extrosely  difficult  to  deKribe 

syself. 

91.  In  the  Cl  -se  of  a  wedi,  ihich  of  the 
following  gives  you  the  greatest  satisfaction? 

a.  being  told  ytu  have  done  a  good  job. 

b.  Helpin  >eople  solve  their  problems. 

c.  Being  w.ch  your  fcoily  and  close  friends. 

d.  Having  free  tiiae  to  use  as  you  please, 
a.  Hone  of  these. 


92.  Whi*h  one  of  these  characteristics  bothers 
yc  oDxt  in  people  you  neet? 

a.  Bragging. 

b.  Shyness. 

c.  lack  of  initiative. 

d.  Being  very  ccnpetitivc. 
a.  lack  of  imagination. 
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93.  MouUS  you  lilw  to  liv*  evtr  try  parte  of 

jrour  enildbood? 

«.  Vould  anje^’  living  ewtr  again  the  Ciac 
adien  I  wacd  to  date. 

b.  Veu'd  like  to  live  ^ver  again  the  tiae 
before  I  atartH  going  tc  achool. 

C.  Woild  like  to  live  over  again  the  tiae 
when  I  WBi  in  achool. 

4.  Qu^Aiood  wai  fine,  but  living  It  over 
again  doean't  intcreac  as. 

«.  Ihalike  tliinkirg  toich  about  air  chilAiood. 


9i>.  Ihen  ymi  need  to  aolve  a  tou^  wenV  problaa, 
tdiich  of  Oie  folloving  would  you  bt  aost 
likely  to  do7 

«.  Sit  dtvn  and  figure  it  out  i^telf. 

b.  Talk  it  orcr  vi4)  ay  apouaa  or  ftienda. 
«.  'talk  it  ever  with  ay  co-Aiorkare. 

4.  talk  it  over  with  ay  boat  or  other 
auperiora. 

4.  Lee  it  ride  for  aihile,  than  Cackle  it 
«i4i  a  fnah  94. 


Sim  Much  one  of  following  gualifirationa 
WBI  Boat  inportant  to  the  aucceai  of  the 
beat  auperviaor  you  have  ever  knon? 


99.  Uiid)  of  theae  do  you  diilike  west  in  a  job? 

a.  Coifution. 

b.  Inefficiency. 

c.  Fvrional  bad  feeling. 

4.  Lack  of  a  chance  to  progreaa. 


100.  Uiid)  one  of  the  follcvitu  have  you  liked 
Boat  in  ei^  job  you  have  held? 

a.  Work  l^oura  that  are  regular. 

b.  Always  the  sane  kind  of  work. 

c.  Stfe  working  condition!. 

4.  Working  in  one  set  place. 

a.  Hot  Bore  titan  one  l-osa  to  please. 


101.  Which  one  of  the  follcving  do  you  feel  hai 
been  the  aost  iaportant  for  your  aiccets? 

a.  Ability  to  get  along  with  co^vorkeri. 

b.  Ability  to  get  along  with  euperviaori. 

c.  Ability  to  organise  details  of  work. 

4.  Qdlla  and  experience. 

e*  Ability  to  aett  end  deal  with  aai^  people. 


102.  When  you  »»crc  auall  and  adult  vititora  case 
to  your  house,  you  uanlly: 


a.  Ability  to  deal  effectively  trith  people. 

b.  Abilir.  to  keep  the  pressure  on  until 
Che  jot)  it  done. 

c.  Knoul^ge  of  the  technical  aspacta  of 
aded  ni  i  t  ra  t  i  on . 

4.  Ability  to  aUa  up  a  situation  and  act 
accordingly . 
a.  Tachnical  knowledge. 


a.  Were  coached  in  advance  on  what  you  should 
do. 

b.  Were  not  pemittad  tc  be  in  the  roos  tvith 
the  guest; 

Ca  pCwMaittC^  If  ky^  I 

rffnained 

4.  Were  pemitced  to  participate  in  the 
conversetior. 
a.  Did  sonctidog  else. 


96.  Would  your  ciioiec  of  an  ideal  job  be  one 
which: 

a.  Allo’ed  a  great  asount  of  iuteaittion 
with  other  people.. 

b.  Would  require  working  with  a  asall  group. 

c.  Would  allo'  y<M  to  work  closely  witii  oi« 
ethrr  person. 

4.  Would  cllow  you  to  work  by  yourself. 


97.  Sou  fast  do  ycu  uauslly  woik? 

a.  Hjch  faster  than  aost  people. 

b.  SoaMhst  faster  than  aost  people 

Cm  At  about  the  aant  pace  as  aost  people, 

d.  Soaouhat  alower  than  aost  people, 
a-  Mjch  slower  than  aoet  people. 


98.  In  j>4ging  the  people  you  work  with,  lAtitii 
tnit  do  you  disapprove  of  aoet? 


b. 

c. 

d. 


laslntsa  or  indiffcraoca. 
Jack  of  inpglnatifjn. 
Apple  poliiiuTig. 
Sloppinesr  in  worlu 
Soaething  alaa. 


103.  Duriitf  your  teens,  shen  your  family  was 
together  for  an  evening,  ycu  would  usually: 

a.  Talk  over  subjects  of  general  interest. 

b.  Talk  about  the  persoral  problens  you  had 
throughout  the  day. 

c.  Flay  games  together. 

d.  Watch  televisicxi  or  listen  to  the  radio, 
a.  Concern  yourselves  with  your  ovn 

activities. 


lOCi.  To  what  degree  do  you  feel  that  your  present 
job  Bakes  use  of  your  abilities  and 
capacities? 

a.  Really  fael  pushed  aost  of  tiic  time. 

b.  Keeps  ne  vt  1^  toes,  fael  atimlatad  and 
challenged. 

C.  Can  handle  the  work  witit  ease, 

d.  Sonetirees  wish  the  job  was  acre  difficult 
and  challcngiing. 


A-15 


103.  Hm  dj  you  f'fcl  t/KMt  tV  rju(  Ine 

paji^rwork  on  the  job'* 

«.  It  i*  ccceiisive. 

b.  Ihere  is  uiite  •  lot,  bit  vou  c«n  pc 
w  vith  it. 

c.  Tntn  it  a  lot,  vil  aotaethlns  rtwuld 
be  dene  to  rudoce  it. 

d.  Ihere  it  a  lot,  but  v>tt  of  it  it 
xaally  necettary. 

c.  You  rather  anjoy  it. 


103.  Vhidi  one  of  the  folloinrig  fieldt  uf  wir\ 

offert  the  i8>tt  upportmity  for  a  yourK 

perton  today? 

a.  Salet. 

b.  A  {rofettion  such  at  l»<,  aadicine, 
science. 

c.  A  craft  or  tkilled  to'ade  uch  at 
plunher,  carpenter,  or  alectrici«i. 

d.  A  technical  trade  sud)  at  alectranict 
or  ounutert. 

c.  Ihe  nilitary  service. 


a07.  UKen  you  arc  late  fot  an  eigagetent,  you 
utually: 

a.  Act  at  thou^  you  are  not  late. 

b.  Give  m  oplanation  only  if  you  are 
asked  for  one. 

c.  Mike  a  brief  aoolo'jy. 

d.  Explain  in  sons  detail  to  justify  your 

a.  t  cs  practically  never  late  for 
ertga^eientt. 


108.  Of  the  iol loving,  it  it  toost  difficult  to 
openly  agree  with  a  aubordinate  ;ho  has: 

a.  Broken  a  rule. 

b.  Cone  b.7orid  hit  authority., 

c.  CoTTplained  about  an  injustice  done  to 
him. 

d.  Ounged  a  nethod  uithout  oxisuliing 

s.  I  probably  would  iwer  agree  vith  a 
auoordittatc  dv>  did  my  of  the  above. 


109.  ilierc  vailC  you  belong  in  a  litt  of  100 
typical  people  in  the  kind  of  job  you  can 
do  best? 

a.  In  t)te  tc>o  S. 

b.  In  thi^  upper  diird  (txA  not  in  the 
top  K), 

C.  In  the  middle  third, 

d.  In  the  lowest  third. 


110.  Uiich  do  you  feel  was  die  nott  ioportant 
\n  fonsine  your  cunvictiont  about  the 
memiing  ox  life  «id  how  to  live? 

a.  My  parent!. 

b.  Discuseiont  with  clote  friandt. 

c.  Religious  training. 

d.  own  ubtervations  a:d  thougfita. 

«.  Aether  source. 


111.  Gctvrally,  in  yxjr  work  ani^Tiwnt*  would  yiu 
prefer: 

a.  Ib  wsrk  on  orw  thing  at  a  time. 

b.  Ib  work  an  a  o»ple  things  at  a  tine. 

c.  To  hove  many  things  "on  the  fire" 
aiitjltmwnualy. 


112.  Wvn  you  were  a  child,  did  you  feel  that 
you  raceived  adequate  recognition  frrn 
your  taachert  for  yxir  work  in  adiool? 

a.  ALsTMt  alwsyt. 

b.  Ibually.  but  not  always. 

c.  In  a  uDoerate  aiDunt. 

d.  Soraetiami,  but  not  often, 

a.  Alnoat  never. 


113.  About  the  beat  indication  of  amn't  worth  is 
how  well  he  dost  hit  job. 

a.  definitely. 

b.  Probably  agree. 

c.  Hot  sure. 

d.  Probably  ditagree. 

c.  Definitely  ditagr*^. 


114.  Do  you  make  a  litt  of  thirss  to  do  then  you 
know  yju  will  have  a  busy  day? 

a.  Yer,  always. 

b.  Yes,  utually, 

C.  Yes,  nmetises. 

d.  Yes,  bur  only  rarely, 

a.  K),  never. 


113.  How  well  have  you  felt  you  were  able  to 
understand  Che  feeling  of  others? 

a.  Very  well. 

b.  Pretty  well. 

c.  Fairly  well. 

d.  Not  smry  well. 


116.  I  notice  little  things  about  a  person  or 
situation  that  others  overlook. 

a.  This  h^’pens  to  iw  almost  ^1  the  tune. 

b.  This  often  happens  to  ee. 

c.  Ihic  has  happened  to  m  several  cises, 

but  C  wouldn*c  say  thia  ia  Beittrallv 
trva*  of  os.  ' 

d.  This  very  aeldoni  hoppeni  to  ae. 

c.  This  rwer  happens  to  n. 


117.  bhit  is  your  spouse's  job  status? 

a.  Spouse  nX  e^loyed. 

b.  Spcxise  ai^loyed  part 'tine. 

c.  Spouse  tuU^iae. 

d.  I  •!)  not  married. 
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118.  Sane  people  easily  becotie  involved  in  a 
task  \Aile  others  seldom  really  "dif  intcy* 
a  task  or  job.  How  involved  do  you 
usually  becow  in  a  task  or  job? 

a.  1  often  have  trouble  sticking  vith  it; 
other  things  almost  always  seoD  to 
come  up  to  distract  icy  attention. 

b.  X  sanetimes  becone  involved  in  a  task 
or  job  that  interests  me  greatly,  but 
^st  of  Che  time  1  quickly  lose 
interest. 

C.  1  often  become  heavily  involved  in  a 
task  or  job  provided  it's  of  interest 
to  ne. 

d.  I  almost  always  become  engrossed  in 
tasks  or  jobs. 


119.  B(w  do  you  feel  about  the  nount  of  time 

you  nonaslly  have  to  perfom  your  job? 

a.  Have  time  for  everything  without 
feeling  pudhed. 

b.  Wish  you  had  a  little  aore  time  to 
plan  and  to  chink. 

C*  necessary  to  keep  pushing  to  get 
everything  done. 

d.  Very  hard  to  do  What  is  C9q>ected  of 
you  in  the  time  availsble. 

c.  Never  seen  to  have  enough  tine  to  do 
everything. 


123.  When  you  were  in  school,  you  felt  titat  the 

-best  way  to  get  good  mirks  in  your  subjects 

MSS  to: 

a.  Keep  your  honewoik  up  to  date  and  of 
high  quality. 

b.  Cnin  before  exams. 

C.  Ask  for  and  corpletc  additional 
assigmentt. 

d.  Take  a  very  active  pert  in  cists 
discussions. 

a.  bo  something  else. 


12A.  Ihe  amount  of  rsco^tion  Which  you  receive 
for  your  acccn^Ustnenti  is: 

a.  None  at  all. 

b.  Occasional  rccognicicn  but  not  often. 

.  About  as  mjch  as  tnyont  else. 

.  As  much  IS  it  deserved. 

a.  Saoetinet  more  chan  is  deserved. 


12S.  Uhen  you  have  a  free  afternoon  or  evening 
to  spim  alone,  you  are  most  likely  to: 

a.  Attend  a  iwie. 

b.  Watch  television. 

c.  Listen  to  ousic. 

d.  Read,  or  work  on  a  hobby, 

c.  Do  something  else. 


120.  In  getting  ahead  in  tfie  Service  the  most 

in^.~*r£au£  thing  IS  tc: 


M06 


a.  Avoid  being  blamed  for  ndtukes. 

b.  Get  along  well  with  supervisors. 

c.  bo  high  quality  work. 

d.  Cain  seniority 
a.  Something  else. 


221.  Working  with  others  rrn  the  job: 

a.  Makes  the  work  more  pleasant. 

b.  Increases  tensions. 

c.  Interferes  with  getting  the  work  done. 

d.  Helps  by  providing  nev  ideas  and 
jiving  support. 

«.  Does  not  sake  ouch  difference. 


222.  On  any  job  you  have  had ,  prdblsu  that 
ou  have  run  into  have  aoaetimes  cone 
rou 


127.  Why  did  you  request  M05  reclassification? 

a.  I  didn't. 

b.  1  wished  to  broaden  ry  experience. 

c.  I  wanted  to  gain  specific  training. 

d.  1  needed  a  change  of  pate. 

e.  I  preferred  a.other  of  work. 

f.  1  was  bored  in  ny  old  job. 

g.  1  disliked  ny  work. 


125.  iiave  y«J  Wci  requeilcu  duty  si  ■  xeCruiter? 

a.  Yes. 

b.  No. 

c.  No,  hit  1  would  be  interested  in  it. 


a .  Blowing  your  top  sd-.cn  under  pressure. 

b.  Pushing  your  ideas  too  fast. 

c.  RepruBandii^g  others  Coo  audi  for  idoor 
errors. 

d.  Not  folloring  throu^  on  your  siotk. 
a.  Relyjng  too  much  on  others  to  do 

details. 


129.  Have  you  ever  requested  duty  at  a  brill 
Sergeant? 


a. 

b. 

c. 


Yes. 

No. 

No,  hit  I  would  be  interested  in  it. 
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130.  Have  vou  ever  requested  to  He  on  a 
Batulion  or  higher  tuff? 

«.  Yes. 

b.  No. 

c.  No,  blit  1  would  be  interested  in  it. 


13l.  Have  you  ever  requested  duty  as  «n 
instructor  or  tniner? 


b.  No. 

c.  No,  but  1  would  be  interested  in  it. 


^  Frcn^^e  nert  five  It«u  (itetM  132-U5) 
decide  lAich  would  be  your  nost  preferred  duty 
and  fill  in  a. circle  A  on  your  answer  Nieet 
nest  Co  that  itan  nsrber.  Ihen  fill  in  circle 
1  next  to  the  item  msiber  of  your  second 
dioicc.  Continue  in  this  way  taitil  you  have 
filled  in  circle  C  for  your  third  choice, 
and  finally  circle  0  for  your  least  preferred 
duty. 


132.  Drill  Sergeant. 


133.  Battalion  cr  hi^r  staff. 


134.  Instructor  or  trainer. 


135*  Cacruiter. 


136.  Vhen  thinking  of  your  next  duty  station 
which  is  more  itnoortent— the  location  or 
the  type  of  duty? 


a.  of  du^  is  a  lot  more  important 
tnan  locatim. 

b.  lype  of  duty  is  a  little  more 
important. 

c.  lype  of  duty  and  location  are  equally 
important. 

d.  Location  is  a  little  more  important 
than  type  of  duty. 

a.  Location  is  a  lot  more  ia^ortant. 


137.  Rw  do  you  feel  about  your  aelaction  at  a 
recruiter  candidate? 

a.  Super 

b.  I'm  opennanded  and  optimistic. 

c.  I'm  open  minded  but  concerned. 

d.  I'm  concerned. 

a.  I'm  reluctant  to  be  a  rectultcr. 
i.  I'm  opposed  to  the  idas. 


YOU  HAVE  CCKPLETED  THE  Ra-X.  CHECK  TO  MAKE  SURE  THAT  YOU  HAVE  AN’S.’ERED  All  PARTS  OF  IHE 
BATTEW,  A^^)  niXED  IN  ALL  APPLICABLE  IDENTimNC  INFXJfMATlCN  ON  YOUR  ANirER  SREET.  HHEH  YOU 
HAVE  fXNlSHEU  CHBCKINC,  RETURN  DiE  BOOKLET  AID  ANB^  SHEET  TO  THE  TEST  ADMINISTRATOR. 
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APPEiroiX  B 


FACTOR  UOADINGS  OF  PERSONALITY  SCALES 


SCAIE 

FACTORS 

Social 

Relations 

Authoritv 

Impulsiveness 

Socicilization  (CPI) 

.74 

-.02 

.23 

Achievement  via 
Conformance  (CPI) 

.69 

.13 

.20 

Social  Closeness  (DPQ) 

.65 

.22 

-.11 

Good  Inpression  (CPI) 

.64 

.01 

.34 

Sociability  (CPI) 

.58 

-.01 

-.03 

Dcaninance  (CPI) 

.17 

.79 

.04 

Authoritarianism  (DPQ) 

-.01 

.77 

-.03 

Exhibition  (FRF) 

.15 

.74 

.01 

Impulsiveness  (DPQ) 

-.28 

.02 

-.71 

Order  (FRF) 

.18 

.01 

.67 

Hard  Work  (DPQ) 

-.08 

.44 

.52 

Social  Presence  (CPI) 

-.13 

.46 

-.45 
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